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Name of researcher: Allen F. Stembridge
Name and degree of facu lty  adviser: Bernard M. L a l l ,  Ph.D.
Date completed: November 1983
Problem
The purpose of th is  study was to determine what positive and 
negative motivating factors affect teachers at Seventh-day Adventist 
colleges, to determine i f  these factors are d i f fe re n t  for public 
university teachers as id en tif ied  in a similar study by Morgan, and 
to determine what factors influenced teachers to accept an appointment 
at an Adventist college.
Method
Respondents were asked to describe positive or negative 
incidents that related to th e ir  jobs as teachers and to answer twenty 
forced-choice-structured questions to indicate th e ir  level of satis -
2
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3faction or d issatis faction . The c r i t ic a l  incidents were coded within  
a set of categories adapted for th is  study from those used by Herzberg 
and refined by Morgan.
The data were summarized into percentages and rank-ordered. 
Spearman's rank-order correlation coe ff ic ien t was used to tes t the 
rank orders. Chi sq- ares were used to test for relationships between 
subgroups.
Results
There were more incidents of satisfaction than dissatis faction .  
Achievement and recognition combined for 50 percent of the satisfying  
incidents. System/college policy and administration and interpersonal 
relations--peers and s ta f f  combined for 47 percent of the d issa t is ­
fying incidents. Satisfying and dissatisfy ing incidents reported by 
teachers at Adventist colleges and teachers at the public university  
were found to be s ign ifican tly  pos itive ly  correlated. Commitment to 
service influences teachers the most in th e ir  decisions to accept an 
appointment to teach at an Adventist college.
Conclusions
Some of the conclusions were: (1) Administrators who work 
toward creating good experiences in achievement and recognition w il l  
be providing a work climate that could stimulate and sustain positive  
motivation. (2) There exists a need for more effective  communication 
in order to promote unity among facu lty  and between facu lty  and 
administration. (3) The factors that motivate or d issatis fy  teachers 
in the publ-ic university and teachers in Adventist colleges are
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
4essentia lly  the same. (4) Reported c r i t ic a l  incidents support 
Herzberg's two-factor theory. (5) Although commitment to service 
ranks f i r s t  as an influencer for teachers to accept an appointment, 
poss ib il ity  for growth was found to be more important for teachers of 
junior age, degree, rank, and teaching experience.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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CHAPTER I
INTRODUCTION
Background
Just over one hundred years have elapsed since the establish­
ment of the f i r s t  Seventh-day Adventist educational in s t itu t io n ;  
during the ensuing years the worldwide Seventh-day Adventist 
educational system has experienced phenomenal growth. Cadwallader 
(1972) claims that the growth in the Seventh-day Adventist educational 
system has been extremely important to the worldwide work.
Seventh-day Adventists operate the largest school system 
of any Protestant denomination, but at the beginning of 1872,
. . . the church had not even a single school. . . . Without 
the school system that grew steadily from that day there 
might not even be a Seventh-day Adventist worldwide organiza­
tion . (p. A)
The rate of growth of the Seventh-day Adventist educational 
system is made more apparent in table 1 which shows the increase in 
the number of primary schools, secondary schools, and colleges and 
universities operated by Seventh-day Adventists worldwide.
The increase in the number of schools and colleges is one 
objective measure by which i t  is possible to better appreciate the 
growth rate  of the educational work conducted by Seventh-day 
Adventists, but of far more importance are the people who are a part 
of this worldwide educational system. As of 1982 there were 432,238 
students enrolled in primary schools, 112,345 in secondary schools,
1
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2and 31,398 in colleges and univers it ies , giving a total student 
enrollment of 575,981. During the same period 17,371 teachers were 
employed at the primary-school level; 8,267 teachers in the secondary 
schools, and 4,036 teaching in the colleges and univers it ies , a tota l 
of 29,674 teachers ( 120th Annual S ta t is t ic a l  Report, 1982).
TABLE 1
NUMBER OF SCHOOLS, COLLEGES, AND UNIVERSITIES 
OPERATED BY SEVENTH-DAY ADVENTISTS WORLDWIDE 
BY SELECTED YEARS
Year Primary Schools
Secondary 
Schools
Colleges and 
Universities
1880 1 0 1
1900 220 18 8
1920 928 40 19
1940 2,626 90 35
1960 4,453 282 61
1980 3,849 806 76
1982 4,105 844 82
SOURCE: 120th Annual S ta t is t ica l  Report (1982) of the General
Conference of Seventh-day Adventists, 1982, p. 4.
Of the eighty-two colleges and universities operated by the 
Seventh-day Adventist organization, eleven are located in the United 
States. The fac t that 59 percent or 18,393 of the 31,398 college  
and university students were enrolled in these eleven in s t itu t io n s ,  
and that they were served by 60 percent or 2,420 of the 4,036
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
3teachers is a clear indication that the major thrust of Seventh-day 
Adventist higher education is in the United States. Table 2 l is ts  
the two universities and the nine colleges located in the United 
States, the student enrollment, and the number of teachers serving 
these ins t itu t ions , as o f - 1982.
TABLE 2
SEVENTH-DAY ADVENTIST UNIVERSITIES AND COLLEGES 
LOCATED IN THE UNITED STATES AS OF 1982
Name of the In s t itu t io n Enrollment Teachers
Andrews University 2,851 279
Atlantic  Union College 597 101
Columbia Union College 915 98
Kettering College of Medical Arts 530 54
Loma Linda University 5,157 1,146
Oakwood College 1,412 99
Pacific Union College 1,592 162
Southern College of Seventh-day 
Adventists 1,801 142
Southwestern Adventist College 712 68
Union College 1,024 107
Wal1 a Wal1 a College 1,802 164
Totals 18,393 2,420
SOURCE: 120th Annual S ta t is t ica l  Report (1982) of the
General Conference of Seventh-day Adventists, 1982, p. 24.
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4To be successful in i ts  mission, an educational organization 
the size of that operated by Seventh-day Adventists demands the 
e ffec tive  implementation of proven management s k i l ls  and techniques.
Berelsen and Steiner (1964) define motivation as " . . .  a l l  
those inner s tr iv ing  conditions described as wishes, desires, drives, 
etc. . . .  I t  is an inner state that activates or moves" (p. 240).
The term motivation is derived from the Latin word movere, which means 
to move. Bedeian and Glueck (1983) claim that motivation has three 
distinguishing characteristics: (1) i t  is a resu lt  of a f e l t  need,
(2) i t  is directed toward the achievement of a goal, (3) i t  sustains 
behavior in progress. Figure 1 incorporates the basic concepts-- 
needs, drives, and need satis faction— in a six-step basic motivation 
model.
2. Drive 
(Tension)
3. Search to 
Satisfy Need
1. Need
(Deprivation)
5. Goal-Directed 
Behavior
4. Perception of 
Potential Ways 
to Satisfy  
Need
6. Satisfaction  
(Reduction of 
Drive and 
I n i t ia l  Need)
Fig. 1. The Basic Motivation Model
SOURCE: Arthur G. Bedeian and William F. Glueck. Management
3rd ed. (Chicago: The Dryden Press, 1983), p. 135, Figure 6-1.
An unsatisfied need is the starting point in the motivation 
process. An unsatisfied need results in tension within an individual; 
th is  inner-tension leads the individual to find some means in order
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5to satisfy the need and thereby reduce the tension. The whole 
process is directed toward a goal which, i f  achieved, w i l l  satisfy  
the need and the motivation process w il l  be complete.
C arlis le  (1982) points out that motivation involves more 
than just the internal motives of an individual, i t  includes the 
internal state of an individual " . . .  plus a ll  other internal and 
external factors that determine the amount of energy and enthusiasm 
an individual puts into a job” (p. 368). The fact that external 
factors do play a part in the motivation of people at work is 
important to management, in that i t  suggests that there is much that 
they can do in order to motivate employees to perform more 
effec tive ly .
Although both internal and external conditions play a part 
in motivating employees, motivation i t s e l f  cannot be seen, heard, or 
fe l t ;  i t  cannot be measured d irec t ly  but can only be inferred from 
behavior. Therefore, in an attempt to measure motivation, management 
has to look at presumed indicators of motivation such as actual 
performance or satisfaction.
Performance and satisfaction are not synonymous, yet they 
are closely enough related so that a measure of e ither one w il l  
provide some degree of insight into the other. There has been some 
controversy as to whether performance leads to sa tis fac tion , or 
whether satisfaction leads to performance. Rue and Byars (1983) 
point out that "the evidence does, however, provide moderate support 
for the view that performance causes satisfaction" (p. 282).
I f  managers were asked to state what is the most important
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6problem or element in the management of people at work, the ir  
probable answer would be motivation. Culbertson and Thompson (1980) 
re fer  to a recent survey among managers that found that of a l l  the 
areas in which they f e l t  tra in ing could be helpful to them, motiva­
tion headed the l i s t .  Tosi and Carroll (1982) confirm that 
"motivation is a prime concern of todays managers" (p. 387), and 
Duncan (1981) states that " . . .  almost every publication directed 
toward managers regularly carries a discussion of motivation" (p. 157). 
Bedeian and Glueck (1983) assert that " . . .  motivation is a broad 
and central topic that pervades a l l  of management" (p. 138).
Human resources are the most important and usually the most 
expensive asset that any organization or in s t itu t io n  can possess. In 
institu tions of higher learning, i t  is mostly the academic personnel 
that determine the degree of success or fa i lu re  in the in s t itu t io n 's  
e ffo rts  to achieve i ts  objectives and i ts  mission. I t  is the academic 
personnel that gives the in s t itu t io n  i ts  c r e d ib i l i ty .  Therefore, i t  
is important to discover those factors that play a major role in the 
process of motivating academic personnel. In th is  regard i t  is 
necessary to consider what administrators can do to encourage, or at 
least allow, the motivational forces to be activated and guided in 
the achievement of the goals of the ins t itu t ion  in providing quality  
education— f i r s t  for the student and ultimately for the benefit of 
society at large.
Statement of the Problem
Although teachers in Seventh-day Adventist colleges may wish
to experience strong positive motivation, certain negative factors
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7may exist that in h ib it  them in achieving the high level of e f f ic ie n t  
and e ffective  service that they and th e ir  employing institu tions  
desire.
Acknowledging the all-important ro le  of the human resource 
factor, i t  is essential that college administrators do whatever they 
can to motivate each teacher, and then d irec t  that motivation. A 
prerequisite to activating and developing motivation is an apprecia­
tion of the level of motivation currently being experienced by the 
teachers concerned.
This study was therefore concerned with the problem of 
identifying current positive and negative motivating factors that 
may affect the working behavior of teachers in Seventh-day Adventist 
col leges.
Purpose of the Study 
The basic purpose of this study was to identify  those internal 
or external factors which influence the working behavior of teachers 
in Seventh-day Adventist colleges in the United States, and to 
examine the influence of such factors on teacher subgroups.
A secondary purpose was to compare the findings of this  
study with what Morgan (1974) found in his study of teacher 
motivation in a public university.
Questions to 3e Examined 
Recognizing the fact that motivation is intangible and 
cannot be measured d ire c t ly ,  this study investigated those factors  
that satisfy  and d issatis fy  teachers in Seventh-day Adventist
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8colleges as presumed indicators of motivation.
The study attempts to answer the following questions:
1. What are the sa tis fie rs  that can be id en tif ie d  for  
teachers at Seventh-day Adventist colleges?
2. What are the d issa t is fie rs  that can be iden tif ied  for 
teachers at Seventh-day Adventist colleges?
3. Do the factors that satisfy or d issatis fy  teachers in 
Adventist colleges d i f f e r  from those of a public university?
4. To what extent do teachers feel that th e ir  reasons for 
accepting an appointment to a Seventh-day Adventist college are 
being f u l f i l l e d  or realized?
Basic Assumptions
The following assumptions are made in th is  study:
1. Motivation is an important, i f  not the most important, 
element in the management or administration of teachers.
2. Administrators desire to have motivated teachers working 
at the institu tions fo r which they are responsible.
3. Teachers want to be motivated to the highest degree 
possible.
4. Motivated teachers have the e ffec t of increasing the 
effic iency and effectiveness of the college in i ts  attempt to attain  
i ts  objectives and mission.
5. Motivation cannot be measured d ire c t ly ,  therefore, i t  
is necessary to examine presumed indicators of motivation such as 
satisfaction and d issatisfaction .
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96. The Herzberg instrument is useful as an effective  
instrument for measuring teacher motivation. This assumption is 
based on the success experienced by: Jaycox and Tallman (1967) in 
the ir  study of elementary teachers; Hansen and Stanley (1969) in 
the ir  study of secondary-school teachers; Tammen (1971) in his study 
of junior high-school teachers; and Morgan (1974) in his study of 
teacher motivation in a public university.
Theoretical Aspects of the Study 
This study is theoretical in nature in that i t  seeks to 
examine the intangible concept of teacher motivation. I t  also 
complies with the characteristics of a theory, as suggested by 
Kerlinger (1973) and Venable (1982), in that i t  attempts to discover 
the degree of consistency in the state of satisfactions and d issatis­
factions experienced by teachers in Seventh-day Adventist colleges.
I t  is also concerned with the day-to-day world of college teachers and 
the ir  e ffo rts  to perform more e f fe c t iv e ly .  In addition, i t  is 
anticipated that a knowledge of what motivates teachers w il l  be a 
practical aid to college administrators in th e ir  attempt to operate a 
more e f f ic ie n t  in s t itu t io n .
Importance of the Study 
The faculty is the key to survival of the church college, and 
i t  is the faculty that gives the college i ts  c r e d ib i l i t y  and deter­
mines i ts  character (Wicke, 1964). Therefore, the foremost internal 
objective of the Seventh-day Adventist college should be directed 
toward translating the specialized ta lent and aspirations of i ts
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faculty  into a meaningful and an effective work force.
I t  is not enough for administrators to re ly  upon the concept 
of commitment of teachers to the goals and objectives of the Seventh- 
day Adventist educational system and the denomination which sponsors 
i t ,  which Manley (1966) points out is the more compelling reason 
that in tensifies  a teacher's identif ication  with a Seventh-day 
Adventist college. Administrators need to be made continually aware 
of the many other positive and negative factors that motivate the 
teachers placed under th e ir  direction, and then do a l l  they can to 
stimulate and guide that motivation. Having id en tif ie d  the state of 
satisfaction and d issatisfaction  being experienced by teachers, 
resourceful administrators are then in a be tte r  position to create a 
situation in which the desired level of motivation may be activated.
Although studies by Cox (1972) and Manley (1966) have 
addressed the concept of the motivation of teachers in Seventh-day 
Adventist educational ins t itu t ions , the major concern of those 
studies was teacher m obility .
This study is important in that i t  addresses the problem of 
what teachers currently employed by Seventh-day Adventist colleges 
consider as being of consequence in the ir  professional environment 
and what administrators should do to develop an organizational 
situation that w il l  be more positively motivating.
Definition of Terms 
The following terms are defined in order to c la r i fy  th e ir  
usage in the present study.
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Adventist or Seventh-day Adventist. A member of a specific  Christian 
denomination which operates a worldwide system of churches, schools, 
medical in s t itu t io n s , and publishing houses, who is evangelical in 
doctrine, who profess the Bible to be his or her creed, who places 
strong emphasis on the imminent second coming of Christ, and who 
observes the seventh-day Sabbath of the Bible. The t i t l e  Seventh-day 
Adventist or Adventist is used interchangeably in th is  study.
Commitment. The attachment of an individual to an organization and,  1—
through personal involvement, to continuously s tr ive  toward the 
successful achievement of i ts  goals.
Credit hour. One fifty -m inute  lecture period or s im ilar  class 
a c t iv i ty ,  under the direction and guidance of a teacher. The lecture 
presupposes approximately one to two hours of student preparation.
C r i t ic a l- in c id e n t  technique. The process whereby respondents are 
asked to describe b r ie f ly  and accurately specific incidents which 
created good or bad feelings about th e ir  jobs. These responses are 
then categorized and ranked.
P issa tis fac tion . The degree of discontent experienced as a result 
of the difference between the amount of some outcome one feels that 
one should receive and the amount of that outcome one actually  
receives.
Forced-choice-structured questions. Questions requiring the 
respondent to make one choice from a given set of a lte rnatives .
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General Conference. The highest administrative body of the Seventh- 
day Adventist Church. Headquartered in Washington, D.C., the major 
function of the General Conference of Seventh-day Adventists is to 
coordinate the worldwide work of Seventh-day Adventists.
Motives. The energizing forces within us, which may or may not lead 
to behavior.
Motivation. Those wishes, desires, urges, or drives which in i t ia te  
the sequence of events known as behavior.
Non-profit in s t itu t io n s . Mainly service in s t itu t io n s , public or 
private, that do not ex ist for the purpose of earning a p ro f it .
Organizational c lim ate. The set of characteristics that best 
describes an organization, distinguishes i t  from other organizations, 
and influences the individual worker's values, a tt itude , commitment, 
and propensity to achieve.
Perception. The process by which individuals, through any of the ir  
f ive  senses, become aware of and give meaning to the ir  environment.
Satisfaction . The degree of g ra t if ica t io n  experienced as the result  
of the difference between the amount of some outcome one actually 
received and the amount of that outcome one expected to receive.
School year. Three-quarters of a calendar year, or two semesters, 
but excluding summer sessions.
Se lf-actua liza tion . The realiza tion  of one's potentia l,  to become
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everything that one is capable of becoming.
Delimitation of the Study
This study is delimited in the following respects:
1. The study was in tentionally  res tr ic ted  to colleges 
operated by the Seventh-day Adventist church, with the hope that the 
findings would be of part icu la r interest and significance to 
Adventist administrators.
2. Only teachers employed at Columbia Union College, Pacific  
Union College, Southern College of Seventh-day Adventists, South­
western Adventist College, and Union College, during the 1982-1983 
school year, are included in the sample. A t lan t ic  Union College and 
Walla Walla College elected not to partic ipate in the study. The 
four remaining colleges or universities operated by the Seventh-day 
Adventist church in the United States were excluded because of 
atypical organizational and curriculum parameters.
3. Only teachers who were currently teaching at least eight 
credit hours per week, were polled.
4. No attempt was made to assess the in tens ity  of responses 
included in the c r i t ic a l  incidents.
Organization of the Study
Chapter I provides a background and introduction to the 
study, including a statement of the problem, the purpose of the study, 
and a l is t in g  of the questions. Also included are the basic 
assumptions made, the theoretical nature of the study, as well as 
the importance of the project. Important terms and concepts are
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
14
defined, delimitations are specified, and the organization of the 
study is presented.
Chapter I I  contains a review of pertinent l i te ra tu re ,  
including: the philosophical bases of Seventh-day Adventist education, 
a descriptive introduction to the f iv e  selected Adventist colleges, 
definitions and theories of motivation, support for the use of the 
Herzberg methodology, a discussion of teacher motivation, and the 
college administrator's role in re lating  to the strength that could 
be found in a motivated faculty .
Chapter I I I  describes the methodology and procedures used in 
collecting the data, analyzing the data, and reporting the findings. 
The population is described. The instrument used is explained, and 
the s ta t is t ic a l  procedures are discussed.
Chapter IV contains the detailed analysis and evaluation of 
the data.
Chapter V offers a summary of the resu lts , suggests appro­
priate  conclusions ar,d recommendations.
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CHAPTER II
REVIEW OF THE LITERATURE
This chapter attempts to give a b r ie f  account of the areas of 
l i te ra tu re  that were researched in th is  study. I t  should be recog­
nized that previous studies--Jaycox and Tallman (1967), Hansen and 
Stanley (1969), Tammen (1971), Morgan (1974)--using a methodology 
similar to that which was used in this study, have reviewed the 
l i te ra tu re  in some d e ta i l .  The l i te ra tu re  reviewed and reported in 
this study aims to serve four major purposes: {1) to fam ilia r ize  the 
reader with the basic philosophy of Seventh-day Adventist education, 
and to show that th is philosophy provides a common basis for the 
functioning of the f ive  colleges selected for th is  study. (2) To 
elaborate on the meaning of motivation, and the various theories of 
motivation, in order to give support to the use of the Herzberg 
methodology. (3) To review teacher motivation. (4) To emphasize that 
in addition to referring  to the psychological internal drive of an 
indiv idual, motivation is also an essential administrative a c t iv ity .
Philosophy of Seventh-day Adventist Education 
The Basic Philosophy 
Educational practices are conditioned by be lie fs ;  therefore, 
in order to better understand the role of the Adventist colleges and 
those who teach in them, i t  is necessary to explore the underlying
15
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philosophy upon which the Seventh-day Adventist educational system 
is based.
Knight (1980), a Seventh-day Adventist educator, explains 
that the major difference between a Christian philosophy of education 
and a secular philosophy is the fact that the Christian philosophy 
is b u i l t  upon a Christian view of r e a l i t y ,  tru th , and values, and is 
directed toward the goal of restoring God's image in each person. He 
states that
The redemptive and restorative goal of Christian education 
provides a focus for the evaluation of a l l  other aspects of 
Christian education including the ro le  of the teacher, curricular  
emphases, proper instructional methodologies, and the reason 
for establishing Christian a lternatives to public education.
(p. 183)
The role of the teacher in a Christian college should be some­
what d is t in c t iv e .  Gaebelein (1968) reinforces this idea by stating 
that there is "no Christian education without Christian teachers"
(p. 35). In another book, An Introduction to Evangelical Christian 
Education (1964), this same author points out that the basic assump­
tion underlying the Christian curriculum is that "all truth is God's 
truth" (p. 41). With regard to instructional methodologies, Knight 
(1980) comments that "the essence of Christian education is to 
enable students to think re f le c t iv e ly  for themselves. . . . This is 
necessary in terms of both mental and ethical developments" (p. 214).
White, a p ro l i f ic  Adventist w r i te r ,  wrote three major books 
on the subject of education. These were published in 1903, 1913, and 
1923. I t  is in Education (1903) that the basic philosophy for 
Seventh-day Adventist education is best epitomized:
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To restore in man the image of his Maker, to bring him 
back to the perfection in which he was created, to promote 
the development of body, mind, and soul, that the divine  
purpose in his creation might be rea l ize d -- th is  was to be 
the work of redemption. This is the object of education, 
the great object of l i f e .  (pp. 15, 16)
The teacher, White (1913) suggests,
. . . should see in every pupil the handiwork of God--a 
candidate for immortal honors. He should seek so to educate, 
tra in ,  and discipline the youth that each may reach the high 
standard of excellence to which God ca lls  him. (p. 229)
The youth, says White (1903), should be trained ". . . to be 
thinkers, and not mere reflectors of other men's thoughts" (p. 17).
In addition, White (1923) admonishes the youth to take advantage of 
the opportunities that are the irs .
Whatsoever may be your c a l l in g ,  i t  is essential that you 
improve your a b i l i t ie s  by d i l ig e n t  study. Young men and women 
should be urged to appreciate the heaven-sent blessings of 
opportunities to become well disciplined and in te l l ig e n t .
They should take advantage of the schools that have been 
established for the purpose of imparting the best of 
knowledge, (p. 216)
Five major objectives of Adventist education emerge from the 
writings of Ellen G. White; these were summarized by Delafie ld  and 
l is ted  by Manley (1966):
1. Students should become morally independent individuals  
by being encouraged to be thinkers and not mere re flec tors  of other 
men's thoughts.
2. Students should be taught to develop self-control and 
se lf -d e n ia l .
3. A healthy body and a healthy mind are ideals that students 
should attempt to atta in .
4. Students should be encouraged to value the simple l i f e .
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5. Industrial training should be part of the curriculum at 
Adventist educational institu tions .
After care fu lly  studying White's book Education, Stratemeyer 
(1959) stated: "The breadth and depth of i t s  philosophy amazed me.
Its  concepts of balanced education, harmonious development, and of 
thinking and acting on principles are advanced educational concepts" 
(p. 13).
Not only do Adventists see academic excellence as important, 
but they value the opportunity that allows them to teach the Christian  
dimension to learning. Students are taught to look beyond th e ir  
m ateria lis tic  needs toward lives of usefulness and service for others. 
But over and above these commendable ideals , the Adventist educational 
system accepts a large part of the responsib ility  for the sp ir itua l  
nurturing of the youth. Pierson (1972), a former president of the 
General Conference of Seventh-day Adventists, in an a r t ic le  w ritten  
to commemorate one-hundred years of Adventist education, writes that
Academic excellence is a must as we prepare workers for  
these unprecedented times, but i t  must never become the 
highest goal in our planning. Our f i r s t  work is to operate 
institu tions on a l l  levels that w il l  save and keep our 
children and young people for Christ and His last-day 
message, (p. 9)
After an in-depth study of the history of Seventh-day 
Adventist higher education in the United States, Walter (1960) 
concluded that " . . .  Adventist colleges were established as . . . 
part of an overall educational program . . .  to preserve and 
perpetuate the be lie fs  of the church" (p. 211). The Seventh-day 
Adventist church of tomorrow and its  success in carrying out i ts  
commission w il l  largely depend upon i ts  schools of today. Manley
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(1966) aptly sums up the situation by saying that "Adventist 
educators claim that the ir  philosophy of education is Christian in 
background, God-centered in focus, redemptive in nature, and future-  
oriented in perspective" (p. 49).
I t  is rather obvious, then, that teachers in Adventist 
colleges, and the degree to which they are motivated, do play a 
v ita l  role in the future growth and development of the Seventh-day 
Adventist church. Knight (1980) in fact likens the work of the 
Christian teacher to that of the pastor.
Since the function of Christian education is to restore 
the balanced image of God in students, education must be seen 
as a redemptive act. And i f  education is viewed in this  
manner, then the role of the teacher is m in is teria l and 
pastoral in the sense that the teacher is  leading his young 
people into a saving relationship with Jesus Christ, (p. 186)
Education in an Adventist context should be regarded as a 
restorative process and the striv ing for excellence in the harmonious 
development of the mental, physical, social and sp ir itua l faculties .
Within the freedom of an Adventist college campus, teachers 
are allowed and in fact expected to share th e ir  l i f e  values. Their 
lives of commitment are examples to the student, as they share their  
ideals by teaching and example.
The Basic Philosophy of the 
Five Selected Colleges
To better understand the motivation and the role of teachers 
in Adventist colleges, i t  is helpful to sketch the development of 
each of the f ive  selected colleges and to note whether there is any 
consistency in the ir  objectives and functioning as compared with the 
overall philosophy of Seventh-day Adventist education.
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Pacific Union College
Healdsburg Academy, forerunner of Pacific  Union College, 
opened on April 11, 1882, with th ir ty -e ig h t  students enrolled. The 
academy was located at Healdsburg some s ix ty - f iv e  miles northwest of 
San Francisco Bay. Just three months a fte r  i ts  opening the academy 
was elevated to a college (Brown, 1972).
As Utt (1957) explains, Sidney Brownsberger, who had been 
involved in the conflic ting  interpretations of the methods and 
objective^ at the f i r s t  Adventist college in Battle Creek, was 
invited to be the president of this the second oldest Adventist 
college. Nevertheless, more than eighty years la te r  Rittenhouse 
(1964), in a Self-Study Report of Pacific  Union College prepared by 
the faculty and administration, reaffirmed the college's position in 
re lation  to a Seventh-day Adventist philosophy for education.
Education is regarded as the fu l l  and harmonious 
development of the mental, physical and sp ir itua l resources, 
with which man is endowed by his Creator. Thus conceived 
the educative process involves a to ta l preparation for a 
useful l i f e  of e ffec tive  service. This preparation a n t i ­
cipates the fu l le s t  possible contribution of the individual 
in the home as a son or a daughter, brother or sister and 
la te r  as a parent. I t  prepares for a maximum contribution 
in one's occupation, profession or other ca ll ing , for 
constructive c itizenship , and for partic ipation  as an 
honest creative and contributing member of society, (p. 122)
At the suggestion of L. A. Reed, then president of Healdsburg 
College, the name of the ins titu tion  was changed to Pacific Union 
College in 1906. In 1909 a property of 1,600 acres was purchased 
east of Saint Helena, Californ ia. The property focused on a summer 
resort known as Angwin (Spalding, 1962).
Under the presidency of Walter Irw in, 1901-21, who had come
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from Avondale School in Australia, Pacific  Union College was firm ly  
established. In 1932 Pacific  Union College became the f i r s t  Adventist 
college to sa t is fy  the SDA Board of Regents' standards and to receive 
accreditation. One year la te r ,  on April 6, Pacific  Union College 
became the f i r s t  Seventh-day Adventist senior college to be accredited 
with a recognized education association— the Northwest Association of 
Secondary and High Schools. At present Pac if ic  Union College is 
accredited with the Western Association of Schools and Colleges, the 
Seventh-day Adventist Board of Regents, and the State of Californ ia  
Department of Education. The college is also accredited with the 
National League for Nursing and with the National Association of 
Schools of Music.
In addition to a variety of Associate and Bachelor degree 
programs, Pac if ic  Union College also offers a graduate program 
leading to the Master of Arts degree designed to prepare students 
to enter the teaching profession.
The B u lle t in  of Pacific Union College, 1982-1983 describes 
the college as "A Christian l ib e ra l-a r ts  in s t itu t io n  offering a 
program of studies and ac t iv it ies  designed to promote the harmonious 
development of each s tuden t--sp ir itua lly ,  mentally, socially , and 
physically" (p. 47). In an "atmosphere of active, purposeful 
progress . . . "  students are encouraged " . . .  to appreciate and 
embrace the highest ethical values within a framework of uncompro­
mising B ib lical Christianity" (p. 31).
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Union Col lege
The f i r s t  Adventist-sponsored school between the Mississippi 
River and the Rocky Mountains was opened in Minneapolis in 1888.
Under the principleship of C. C. Lewis, th is  school eventuated in 
Union College on October 4, 1891, when seventy-three students were 
enrolled (Spalding, 1962). The college was located in the northwest 
edge of the c ity  of Lincoln on 212 acres of land donated by the c ity  
of Lincoln, Nebraska (Rees & Dick, 1941).
At present Union College is accredited with the North Central 
Association of Colleges and Secondary Schools, the National Council 
for the Accreditation of Teacher Education, the National League for  
Nursing, the National Accrediting Agency for Clin ical Laboratory 
Sciences, and the Seventh-day Adventist Board of Regents.
The academic programs offered include those leading to 
associate and baccalaureate degrees in arts and sciences as well as 
a limited number of vocational-technical c e r t if ic a te s  and diplomas.
The Bu lle tin  of Union College, 1982-83 describes the College 
as an independent, four-year, co-educational college of l ib e ra l  arts 
and sciences prim arily  serving students coming from an essentia lly  
ru ra l ,  midwestern area. The College's
. . . program is predicated on the concept of systematic 
development of the whole person--mental, physical, social 
and s p ir i tu a l .  . . . The College places importance on 
developing each student's self-understanding, as related to 
God, the church and the world, encouraging creative s e l f -  
expression, and stimulating continuing in te llectua l  
curiosity . Students are urged to develop the tools of 
independent thought and expression. . . . The College 
endeavors to foster the active integration of fa ith  with 
learning and culture, and maximum academic achievement with 
dedication to service, (p. 2)
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As a measure of the work being done at Union College, the 
accrediting team of the North Central Association of College and 
Secondary Schools, quoted by Reynolds (1982), commented that "there 
is considerable evidence that Union College lives  by the objectives 
i t  has set forth" (p. 5 ) .
Southern College of Seventh-day Adventists
Graysville Academy was founded by G. W. Colcord in the South 
on February 20, 1892, with twenty-three students enrolled. The 
academy was located in Graysville , Tennessee, about th ir ty  miles north 
of Chattanooga (Brown, 1972).
Starting as Graysville Academy, the name was changed in 1896 
to Southern Industrial School. In 1901 i t  became Southern Training 
School (Cadwal1ader, 1958). In 1916, because of lim ited acreage, 
the school was moved to Hamilton County about eighteen miles east of 
Chattanooga. At i ts  new location the school opened as Southern 
Junior College, and the name "Collegedale" was given to the a n t ic i ­
pated community. Southern Junior College continued as such until 
1944 when i t  achieved senior college status under the name of Southern 
Missionary College. The name was changed again on February 15, 1982, 
to Southern College of Seventh-day Adventists, also known as Southern 
College (The Bulletin  of Southern College, 1982-83).
As Manley (1966) explains, Southern College is a prime 
example of an Adventist-operated educational in s t itu t io n ,  which 
furnishes ample work experience for i ts  students, as well as offering  
a ttra c t iv e  earning opportunities.
In i ts  Statement of Educational Philosophy and Objectives,
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
24
Southern College claims that i t  views education
. . .  as an essential element of redemption, including 
an awareness of man's relationship to God and a commitment 
of service to mankind. Education consequently, must focus 
on developing the whole person. Southern College attempts 
to provide a s p ir itu a l ,  in te l le c tu a l ,  social, and physical 
environment designed to encourage th is  development. . . .
(The B u lle t in  of Southern College, 1982-83, p. 1)
K n itte l  (1982), president of Southern College, describes 
Seventh-day Adventist education as
. . . more than an array of classes or friends. I t  
is more than dedicated Christian teachers. I t  is more 
than a prescribed campus. I t  is a l l  of th is ,  but i t  is 
also the corporate body of our church, and as such 
represents a tota l way of l i f e  . . . characterized by 
unique dedication, (p. 28)
Southern College is accredited by a number of accrediting 
bodies including: the Southern Association of Colleges and Schools, 
the National League of Nursing, the National Council of Accreditation 
for Teacher Education, the National Association fo r Schools of Music, 
and the Seventh-day Adventist Board of Regents.
The academic program at Southern College consists of ten 
divisions offering th ir ty -s ix  majors and th ir ty - fo u r  minors leading 
to the baccalaureate degree. Students may choose a program leading 
to a bachelors degree in arts, science, and music. In addition, 
various pre-professional and terminal curricula are available to 
those wishing to qualify for admission to a professional school and 
to those wishing to take a two-year terminal program of a technical 
or vocational nature.
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Columbia Union College
On November 30, 1904, an Adventist educational in s t itu t io n  was 
founded in Washington, 0. C., near the General Conference of the 
Seventh-day Adventist church. I t  was f e l t  that a college located 
near the world headquarters would provide the church leaders with the 
opportunity of acquainting themselves with the students who may one 
day be workers for the denomination (Cadwal1ader, 1958).
The Bulletin of Columbia Union College, 1982-83 states that 
Columbia Union College has operated under six d iffe ren t names. When 
established in 1904 the college was known as the Washington Training 
In s t itu te ;  i ts  express purpose was to tra in  young men and women for  
e f f ic ie n t  service and Christian l iv in g .  The name of the in s t itu te  
was changed in 1907 to Washington Foreign Mission Seminary; i ts  
objective was now more limited to the special training of missionaries. 
In 1914 the college resumed the status of a l ibera l arts college; i ts  
name was now changed to Washington Missionary College. In 1933 the 
lower biennium was organized as Columbia Junior College. The Junior 
College ceased to exist in 1942 when the college was given accredi­
ta tion  as a four-year degree-granting in s t itu t io n , and the name was 
changed to Washington Missionary College. F ina lly ,  in March 1961, 
the college constituency agreed to change the name to Columbia Union 
College.
Columbia Union College is accredited by a number of 
accrediting bodies including: the Middle States Association of 
Colleges and Schools, the Board of Education of the State of Maryland, 
the National League of Nursing, the National Association of Schools of
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Music, and the Seventh-day Adventist Board of Regents.
The college offers programs leading to bachelor degrees in 
arts , science, and social work, as well as an Associate of Arts 
degree and practical nursing programs leading to c e r t i f ic a t io n .
Consistent with a Seventh-day Adventist philosophy of 
education, the College
. . .  is committed to the harmonious development of the 
physical, mental, social and sp ir itu a l  powers, believing that  
true education has to do with the whole being and with the 
whole period of existence possible to man. The college  
attempts to provide the student the best opportunities for  
developing a well-rounded Christian character and endeavors 
to equip students for work in the service of the church, 
the community and the world. (B u lle tin  of Columbia Union 
College, 1982-83, p. 11)
As revealed in its  stated philosophy, Columbia Union College 
endeavors to conduct a balanced in te l le c tu a l ,  s p ir i tu a l ,  physical, 
and social program in preparing i ts  students for a l i f e  of service to 
God and man.
Southwestern Adventist College
On January 7, 1894, Keene Academy, forerunner of Southwestern 
Adventist College, opened at Keene, Texas, with f i f t y - s i x  students 
enrolled. The ins titu tion  became a junior college in 1916 and a 
four-year l ibera l arts college in 1964 (Brown, 1972).
Today Southwestern Adventist College is accredited by the 
Southern Association of Colleges and Schools, the Association of 
Texas Colleges and Universities, the Texas Education Agency, the Texas 
Board of Nurse Examiners, the National League of Nursing, the Board 
of Nursing Home Examiners, and the Seventh-day Adventist Board of 
Regents.
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The th irteen departments of Southwestern Adventist College 
offer t h i r t y - f i v e  majors leading to baccalaureate degrees in arts, 
business administration, music, and science. A number of associate- 
degree programs and one-year c e r t i f ic a te  programs are also offered.
Southwestern Adventist College ” . . .  has the philosophy that 
true education consists of the harmonious development of the mental, 
physical, social, and spiritual nature of man” (The Bu lle tin  of 
Southwestern Adventist College, 1982-83, p. 6).
The following excerpt, quoted by Reynolds (1982), from a 
report of an accrediting team is one measure of the work being done 
at Southwestern Adventist College in i ts  attempts to l ive  by i ts  
objectives and philosophy: "The nursing program reflects  the school's 
philosophy. . . . They believe man is cared for in an attempt to 
restore him to a state of wholeness in harmony with God" (p. 5).
The philosophy and objectives of each of the f iv e  Adventist 
colleges selected for this study are closely consistent with what 
White (1903) describes as true education.
True education means more than the pursual of a certain  
course of study. I t  means more than a preparation for the 
l i f e  that now is . I t  has to do with the whole being, and 
with the whole period of existence possible to man. I t  is 
the harmonious development of the physical, the mental, 
and the sp ir itua l powers. I t  prepares the student for the 
joy of service in this world and for the higher joy of 
wider service in the world to come. (p. 13)
Having considered the philosophy o f Adventist education and 
having shown that th is philosophy provides a common basis for the 
functioning of each of the f ive  selected colleges, i t  is now relevant 
to focus on the meaning and theory of motivation, and to establish
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support for the use of the Herzberg methodology in th is  study.
The Meaning and Theory of Motivation 
Motivation Defined
The l i te ra tu re  offers numerous definitions of motivation 
ranging from the vague description of motivation as " . . .  the act 
or process of motivating" (Bigge & Hunt, 1980, p. 30), to the wider 
explanation offered by Sisk and Williams (1981)--"human motivation 
is the process by which behavior is mobilized and sustained in the 
in terest of meeting individual needs and achieving organizational 
objectives" (p. 315). I t  is clear from the l i te ra tu re  that sim plistic  
attempts at defining and explaining motivation do not represent the 
true complexity of the process (Mondy, Holmes, & FIippo, 1983).
In i ts  most simple form motivation may be defined as the 
"why" of behavior (Massie & Douglas, 1981) or, as Gannon (1982) 
states, "motivation basically  means an ind iv idual's  needs, desires, 
and concepts that cause him or her to act in a part icu la r manner"
(p. 323).
The following model (figure  2) is used by Mondy, Holmes, and 
Flippo (1983) to describe motivation as ". . . the process of 
influencing or stimulating a person to take action by creating a 
work environment whereby the goals of the organization and the needs 
of the people are satisfied" (p. 315).
Figure 2 suggests, f i r s t l y ,  that any disturbance of an 
ind iv idual's  physical or emotional balance results in a need or 
want of some kind, and when individuals attempt to satis fy  their
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wants or needs, they experience motivation. Secondly, a knowledge of 
the degree of satisfaction or d issatisfaction being experienced by an 
individual is one measure of the motivation that now exists . Thirdly, 
motives described by Massie and Douglas (1981) as . . the ener­
gizing forces within us“ (p. 86), complicate attempts to understand 
the motivation process because one motive may result in d iffe ren t  
behaviors or the same behavior may come from d iffe ren t motives.
8ehavior
Needs
Activated
Motive
Unsati sfied  
Needs
Sati sfaction
Needs
Fig. 2. The Motivation Process
SOURCE: R. Wayne Mondy, Robert E. Holmes, and Edwin B. Flippo.
Management: Concepts and Practices, 2nd ed. (Boston: Allyn and Bacon, 
1983, p.' 315', TTgure 10-H
Although motivation could be defined as ". . . that which 
causes, channels, and sustains peoples’ behavior. . . ." (Hellr iegel  
& Slocum, 1982, p. 474), i t  is not the only influence on a person's 
behavior. Stoner (1982) explains that at least two other factors are 
involved. These are the ind iv idual's  a b i l i t ie s  and the ind iv idual's  
role perception. Furthermore, these three—motivation, a b i l i t ie s ,  
and role perceptions--are in te rre la ted . Kreitner (1980) uses the 
diagrams shown in figures 3, 4, 5, and 6 to acknowledge the in te r ­
relationship of perception, motivation, and learning or a b i l i t ie s  in 
giving ". . . purpose and direction to behavior. . . ." (p. 296).
The many definitions of motivation do however convey a 
common emphasis in that motivation involves movement or action which
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i---------------------1
Perception
u
Environmental
Setting BehaviorMotivation
r-i Learning
I___
Fig. 3. The Intervening Behavioral Process
SOURCE: Robert Kreitner. Management: A Problem-Solving Process.
(Boston: Houghton M if f l in  Company, 1980), p. 296, figure 11.1.
Perception
Environmental
Setting
' S e lec tiv ity
i !
< I
I Organization
i !
I ^I In terpretation
“ I
r
Behavior
Piig. 4. The Role of Perception in the Behavioral Process
SOURCE: Robert Kreitner. Management: A Problem-Solving Process.
[Boston: Houghton M if f l in  Company, , 'JbU), p. 29/, figure 11.2.
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Learning
-----------------------------------------------------------
• Shaping-----------x
I /  I
Environmental  ^ Law Qf E ffect'  ,— b eh av io r
betting 1
' N  1| Model ing ^
!___________________________ J
Fig. 5. The Role of Learning in the Behavioral Process
SOURCE: Robert Kreitner. Management: A Problem-Solving Process.
(Boston: Houghton M if f l in  Company, 1980), p. 306, figure 11.6.
Moti vation
I--------------------------------- --
IP  Unsatisfied Needs---------------#
Environmental--------^ J-----------b e h av io r
Setting ^ j
j— ------------Expectation--------- --------
1__________________________________ I
Fig. 6. The Role of Motivation in the Behavioral Process
SOURCE: Robert Kreitner. Management: A Problem-Solving Process.
(Boston: Houghton M if f l in  Company, 1980), p. 301, figure 11.A.
preferably is goal-directed. Two more defin itions help to obviate 
th is  fact: "Motivation refers to expenditure of e f fo r t  toward a 
goal" (Dubrin, 1974, p. 38). "The term motivation concerns the main­
spring by which people are activated to do what they do" (Duncan, 1981, 
p. 138).
Definitions of motivation seem to vary mainly because of the 
complexity of the concept and because many authors tend to define 
motivation in terms of specific  theories. However, there does appear
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to be general agreement that motivation activates human energy; that 
all human behavior is motivated to some degree; and that the c r i t ic a l  
factor is the direction of the motivation.
This study defines motivation as the wishes, desires, urges, 
or drives which in i t ia te  the sequence of events known as behavior. 
Although i t  is recognized that motivation should not be lim ited to 
need g ra t if ic a t io n ,  this is nevertheless a logical place to begin in 
an attempt to determine what motivates teachers in Adventist colleges.
Motivation Theories
Massie and Douglas (1981) point out that no one theory of 
motivation exists, and that the study of analytical models is just 
one way by which to cope with the complexity of motivation. 3efore 
considering various c lass if ica tions of theories of motivation and 
the major emphases of some of these theories, i t  is well to acknow­
ledge that there is a "common thread" evident in a l l  of the motivation 
theories in that, as Rue and Byars (1983) explain,
. . . motivation is goal-directed behavior. Although 
the theories may appear to be quite d if fe ren t ,  most of them 
are not in con fl ic t  with one another but rather look at a 
d iffe ren t segment of the overall motivational process or 
look at the same segment from a d iffe ren t perspective.
(p. 279)
Dessler's (1982) motivational model (figure  7) shows the 
interrelationship of process and needs theories. He cautions that 
". . . process and needs theories are not by themselves suffic ient to 
explain motivation: instead, building a general theory of motivation 
requires combining both process and needs theories" (p. 296). The 
needs theories suggest that " . . .  we are motivated to do things
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that f u l f i l l  our needs," the process theories suggest " . . .  that our 
expectations of the payoffs for doing something w il l  determine our 
level of motivation" (Kreitner, 1980, p. 302).
WILL MOTIVATION TAKE PLACE?
NO 
STOP
I
Does the person understand 
what he or she has to do?
YES
T
Is the incentive important to the person? 
What are his or her work values?
NOJ 
STOP
Mas low
Herzberg
Atkinson
Would suggest that certain needs-- 
such as for recognition, esteem, 
achievement--are the most important 
in our society
I
YES
T
Does the person feel that e f fo r t  w il l  
result in obtaining incentive?
NO 
STOP
Organizational 
Structure, Leadership 
Training, etc.
Does he or she have necessary 
too ls , polic ies, instructions, 
etc? Has the person the 
a b i l i t y  to do the job?
T
YES
T
MOTIVATED BEHAVIOR
 Msu c c e s s !
~ i  ,
SATISFACTION |
Fig. 7. A Motivation Model Showing the In terrelationship  
of Process and Needs Theories
SOURCE: Gary Dessler. Organization & Management. (Reston,
V irg in ia: Reston Publishing Company, 1982), p. 311, exh ib it  3.2.
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Carlis le  (1982) presents a composite contingency model of 
motivation (figure 8) in an attempt to integrate the variables of the 
major motivational theories and recognizing that motivation is 
contingent upon ". . . a  combination of forces in the person and in 
the environment" (p. 380).
Environment
Individual
Incentive
Ultimate
Outcome
Stimuli
Effort
Reinforcement
Result
Satisfaction
or
Dissatisfaction
Achieve goal 
and
Pursue opportunity
Expectations of others 
Opportunities 
Constraints 
Rewards
Self-image 
Needs 
Expectations of:
1. being successful
2. being rewarded
Fig. 8. A Composite Contingency Model 
of Motivation
SOURCE: Howard M. C a rl is le .  Management: Concepts, Methods, and
Applications. 2nd ed. (Chicago: Science Research Association, 1982), 
p. 4 /9 , figure 13.5.
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In spite of attempts by some authors to advocate the 
in terrelationship  of motivation theories, a considerable amount of 
confusion s t i l l  exists. Odiorne (1980) states that "we might stop 
talking about motivation theory as the cure to every problem . . . 
not because i t  may not be true, but because nobody knows what i t  
is. . . . “ (p. 106). Pinder (1977), in answering the question, how 
valid are the theories of motivation, suggests that " . . .  most of 
them are not yet su ff ic ien t ly  mature to ju s t i fy  th e ir  widespread 
conmercial applications by practitioners or consulting academics"
(p. 384). M il le r  (1981) concludes his study of the major theories  
of motivation by stating that
. . . none of the theories or techniques is applicable  
to a l l  individuals or a l l  circumstances. In fa c t ,  the 
l ikelihood that th is  is true has now been conceded, with 
varying degrees of enthusiasm, by a l l  the theoreticians. . . .
By conceding that un iversa lity  of application is not 
l ik e ly ,  the theoreticians have opened a t ig h t ly  closed door 
by a crack. I propose to kick the door wide open by 
suggesting that d iversity  is the ru le , not the exception.
(p. 52)
As Odiorne (1980) says, "motivation theory at the present 
time then consists of proposed explanations of the behavior of 
people. . . . "  (p. 107). Accepting the truth of this statement this  
study has attempted to identify  those factors that satis fy  and those 
that d issatis fy  teachers in Adventist colleges, recognizing that such 
factors are only presumed indicators of motivation.
There have been attempts by various authors to group the 
d iffe ren t theories. Stoner (1982) explains that at d i f fe re n t  stages 
in the evolution of management thought, d iffe ren t groups of theories 
of motivation were subscribed to. As suggested by M il le r  (1981) the
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major theories can be divided into three categories described in terms 
of the d if fe re n t  theorists: (1) m oralists, who have an optim istic view 
of man in that they believe that people have an inherent desire to 
achieve, p a rt ic u la r ly  when they are consulted about th e ir  work and 
treated fa i r ly ;  (2) behaviorists, who believe that behavior is 
completely determined by external stim uli;  (3) p lu ra l is ts ,  who claim 
that people d i f f e r  in fundamental ways.
The more generally accepted c lass ifica tion  system divides 
motivation theories irfto two or three groups. Duncan (1981),
Hodgetts (1982), and Dessler (1982) distinguish between content or 
substantive theories that focus on a person's needs and instrumental, 
mechanical, or process theories that focus on a person's goals’.
Terry and Franklin (1982), Gannon (1982), and Stoner (1982) sub­
divide the la t te r  group of theories into process theories and 
conditioning or reinforcement theories; this is the c lass if ica tio n  
subscribed to in this study.
The content theories focus on the "what" of motivation and 
include, among others: Herzberg's two-factor theory, McClelland's 
theory of human motives, and Mas low's hierarchy of needs. These 
theories attempt to answer questions such as: What are the needs that 
people try  to satisfy? and What impels an individual to act? Process 
theories focus on the "how" of motivation and emphasize the goals by 
which people are motivated. Process theories include the equity 
theory and the expectancy theory. Reinforcement theories stress the 
ways in which behavior is learned; they are concerned with the 
consequences of past actions and how these influence future actions.
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Reinforcement or conditioning theories are exemplified by operant 
conditioning and behavior modification.
I t  must be remembered that there is no one theory that has 
a ll  the answers for explaining human behavior. There is no univer­
sa lly  accepted theory of motivation and each one has certain strengths 
and weaknesses (Bedeian & Glueck, 1983). As Pinder (1977) states:
Most current theories enjoy limited predictive v a l id ity .
Many suffer from basic problems in th e ir  assumptions concerning 
the nature of people; one or two make predictions which are 
valid  in the short run but which do not seem to "work out" 
in the long run; a l l  are extremely vulnerable to the influence 
of individual d ifferences, the nature of which are s t i l l  
being investigated; and several make awkward, contradictory 
predictions which s t i l l  have not been adequately reconciled.
(pp. 385, 386)
The l i te ra tu re  c lear ly  reveals that no matter which theory is 
selected as a foundation for a study of motivation there w il l  always 
be room for questions and critic ism  as to why that particular theory 
was chosen.
A b r ie f  discussion of the major theories is offered as a 
background or bases fo r the selection of the Herzberg methodology 
as adapted and used in th is  study.
Motivation as reinforcement
Reinforcement theories are concerned with factors that 
increase the likelihood that certain behaviors w il l  recur or that 
behaviors that are not desired w il l  stop (Szilagyi & Wallace, 1980). 
Current l i te ra tu re  concerning reinforcement theory, which is also 
referred to as operant conditioning, is most often discussed under 
the topic of behavior modification. The techniques of "operant 
conditioning" or "behavior modification" has been advocated mainly by
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Skinner (1971). As Sisk and Williams (1981) explain, behavior 
modification refers to the act of manipulating reward structures with 
the intention of shaping or a lte r ing  human behavior; as described by 
Gannon (1982) . . i t  focuses on the cues and stimuli that e l i c i t  a
part icu lar type of behavior'1 (p. 323). Behavior modification assumes 
that behavior results not from "thinking" but rather from the 
habitual pairing of a stimulus and response. "Behavior modification  
thus ignores the inner man and focuses instead upon man's environment" 
(Massie & Douglas, 1981); the emphases is on the way in which human 
behavior can be engineered or a ltered by the manipulation of a 
person's behavior (Skinner, 1953).
Despite the successes that have been achieved by behavior 
modification--Ivancevich, Donnelly, and Gibson (1983) claim that 
fa ilu res  resulting from the use of behavior modification are not as 
widely acclaimed as successes--this method of motivation has been 
c r i t ic iz e d  as being bribery, coercive, dependent on ex tr ins ic  
reinforcers, and requiring continual reinforcement (Fry, 1974);
". . . i t  tends to view human behavior as simply as i t  views the 
behavior of experimental animals" (Duncan, 1981, p. 148). "Reinforce­
ment theory makes no appeal to one's sense of dignity and self-worth, 
nor does i t  contribute to the development of these qua lit ies"  (Sisk 
& Williams, 1981, p. 334). I t  is  even questionable whether behavior 
modification may be considered as a form of motivation. "In fact  
behaviorists prefer not to use the word motivation. They think 
instead in terms of modifying behavior" (Williams, 1982, p. 113).
Operant conditioning or behavior modification over-emphasizes
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the importance of extrinsic  outcomes and tends to ignore the ro le  of 
internal or in tr in s ic  outcomes that are derived from the work i t s e l f  
(Bedeian 4 Glueck, 1983). I t  is not being suggested that i t  is  
impossible or even unlikely that the behavior of college teachers 
cannot be modified by means of external stimuli or reinforcement, 
but i t  is generally conceded that teachers are motivated more by 
intangible rewards. Bornheimer, Burns, and Dumke (1973) claim that
The greatest reward to any teacher is to witness the 
in te llec tua l growth he has brought about in another human 
being. This, of course, is an intangible reward, but i t  
is one of the ennobling g if ts  in l i f e  that make a ll  else  
worthwhile, (p. 16)
The importance of intangible rewards in teacher motivation 
suggests that reinforcement theory is not suitable as a basis for  
the study of teacher motivation in Adventist colleges.
Process theories
The process theories which have attracted most in te res t in 
recent years are the expectancy theory and the equity theory. 
Reinforcement theory is included by some authors as being one of the 
process theories. Comparing expectancy theory to behavior modifica­
t ion , Dessler (1982) states that "expectancy theory . . .  is sim ilar  
in many respects to behavior modification but d iffers  in that i t  does, 
s t r ic t ly  speaking, assume that people think before they act" (p. 296).
Process theories emphasize the how and by what goals an 
individual is motivated.
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Expectancy theory
Expectancy theory, also known as expectancy/valence theory, 
cognitive expectancy theory, instrumental theory, and valence 
instrumentality theory, had its  origins in the work of Lewin. The 
current application of the theory to behavior in the work place is 
typ ica l ly  associated with the work of Vroom (1964) and Porter and 
Lawler (1968). Simply stated, expectancy theory holds that 
". . . people w il l  engage in those actions in which they expect to be 
successful" (C ar l is le ,  1982, p. 379).
In essence, expectancy theory argues that motivation to 
engage in behavior is influenced by expectancies and valences. The 
theory
. . . basically  states that motivation w il l  occur i f  
the incentive is of a value to the person and i f  that 
person is reasonably sure that e f fo r t  on his part w il l  
result in accomplishing the task and obtaining the 
incentive. (Dessler, 1982, p. 554)
I t  is important to note that "high valence or high expectancy 
alone w il l  not motivate" (Williams, 1982, p. I l l ) ,  the expectancy 
model is ,  therefore, an expression of the product of expectancy 
and valence. The theory is shown graphically in figure 9.
The expectancy theory is not without i ts  weaknesses. 
"Researchers have found that the complicated nature of the model 
makes i t  very d i f f i c u l t  to test fu lly"  (Bedeian & Glueck, 1983, 
p. 151). Rue and Byars (1983) claim that " . . .  more c r i t ic s  attack 
the theory as being overly rational . . . others say that the theory 
ignores impulsive and expressive behavior" (p. 278). Nadler, Hackman, 
and Lawler (1979) o f fe r  the following lim itations to the expectancy
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E— » P expectancy
Perceived probability  
of successful perfor­
mance, given effo rt
P— > 0 expectancy
Perceived probability of 
receiving an outcome, 
given successful
Instrumentality
Perceived probabilty of a 
f i r s t - le v e l  outcome leading 
to a second-level outcome
performance
Second-level outcomes 
each with valence
F irs t- leve l outcomes 
each with valence
Outcome
Outcome
Outcomec
(In tr in s ic )
Outcome^
(Extrinsic)
Effort Performance
Motivation Is expressed as fol lows: M = [E—» P] X Z [ ( P — >0)(V) ]
Fig. 9. Expectancy Theory Model: Showing Major Terms
SOURCE: David A. Nadler and Edward E. Lawler I I I .  "Motivation: A Diagnostic Approach," in
Perspectives on Behavior in Organizations, eds. J. Richard Hackman, Edward E. Lawler I I I ,  and 
Lyman W. Porter (New York: McGraw-Hill Book Company, 1977), pp. 26-38.
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theory of motivation: (1) the theory does not predict that people 
w il l  behave in the best way, (2) i t  is assumed that individuals make 
rational decisions, (3) people do not always have complete or 
accurate information necessary for them to make the best decisions, 
(4) once a moderately satisfying a lte rn a tive  is found the individual 
w il l  often stop considering the p o s s ib i l i ty  of alternatives, (5) the 
time factor l im its  individuals in th e ir  search for a lte rnative  
behaviors, (6) the amount of information that an individual can 
handle at one time is lim ited, (7) people tend to see the world in 
terms of the ir  experiences in the past.
The expectancy theory re lates to content or need theories in 
that, as Ivancevich, Donnelly, and Gibson (1983) point out, i t  
expands the work of Mas low and Herzberg. However, " . . .  expectancy 
is not concerned with causes. I t  holds that a person's motivation 
is determined by forward-looking be lie fs  about what w ill  occur" 
(C ar lis le ,  1982, p. 377).
The expectancy theory was not u t i l iz e d  as a basis fo r  th is  
study of teacher motivation because, rather than focussing on future  
expectancies, this study is more concerned with basic human needs 
that in i t ia te  behavicr.
Equity theory
As Dessler (1982) explains, equity theory assumes that an 
indiv idual's  perception of an inequity w il l  result in motivation 
aimed at reducing the tension caused by the perceived inequity. The 
equity theory, also called exchange theory or social comparison 
theory, was popularized by Adams (1963 and 1965) and is also
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associated with Hohman (1958). The theory " . . .  defines motivation 
environment in terms of perceived equity between what a person puts 
into a job and what he or she receives in return, especially as 
compared to a relevant other" (Bedeian & Glueck, 1983, p. 152).
Criticism against equity theory, for use in this study of 
teacher motivation, includes the fact that the theory supports 
a c t iv it ie s  instigated by administrators to create inequities, and that 
these inequities can only be removed i f  employees increase or 
decrease the ir  contributions to the in s t itu t io n  (Williams, 1982). 
Furthermore, the theory has only enjoyed lim ited application in 
explaining motivation (Massie & Douglas, 1981). Although the theory 
is appealing in i ts  s im plic ity  and common sense, research has been 
mainly confined to studying financial inequities (Bedeian & Glueck, 
1983). The theory thus emphasizes a quantitative approach to 
explaining motivation.
Content theories
Content, need, or substantive theories are concerned with 
what is within an individual or the environment that may stimulate 
or in i t ia te  behavior (Hodgetts, 1982). Here one is concerned with 
the specific things that may or may not motivate people. Satisfaction  
of needs is regarded by some as the most persistent theme in motiva­
tion theory, and i t  is the content theories that e x p lic i t ly  or 
im p lic it ly  address the "needs" aspect of motivation (Sisk & Williams, 
1981).
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McGregor's theory X and theory Y
McGregor (1960) makes use of Maslow's hierarchical approach 
to motivation, breaking motivation, for his purposes, into  four 
basic categories: physiological and safety needs, social needs, ego 
needs, and se lf-ac tua liz ing  needs. He stresses the importance of 
understanding the relationship between motivation and philosophies 
of human nature. His focus is on the need for management to create 
a climate or an environment that permits workers to more f u l ly  use 
the ir  p o ten tia l .
McGregor (1967) contended that an administrator's be lie fs  
about the nature of human beings determines his own behavior and 
in turn the response to that behavior. His theory X philosophy 
states that i f  an administrator believes that people are lazy, are 
motivated mostly by money, do not want responsibility , are basically  
uncreative, then that kind of behavior can be expected from them and 
such behavior w il l  also be created in others. His substitute  
theory Y states that i f  an administrator regards people as in te l l ig e n t ,  
creative, wanting to achieve and to work, then a more suitable work 
climate w il l  prevail.
Theory X and theory Y are aimed more at the administrator and 
not the individual worker in that i t  is the administrator who creates 
a work climate based on the assumptions he makes about the nature of 
man. The focus is on the administrator and what he needs to do to 
create a climate for e ffective  partic ipation  and thereby mobilize the 
resources that the individual has. In fact i t  could be argued that 
McGregor's theory X and theory Y re la te  more to leadership style
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than to motivation. The theory was rejected as a basis for th is  
study of teacher motivation because of i t s  emphasis on leadership 
style rather than on the needs of the individual teacher.
McClelland's manifest-needs theory
McClelland's manifest-needs theory attempts to explain how 
environmental factors and human needs combine. Whereas Mas low 
stressed a hierarchy of needs, McClelland states that there are at 
least three basic needs ,^ that these may change rad ica lly  throughout 
an ind iv idual's  l i f e ,  and that these needs are learned and socially  
acquired as the individual interacts with his environment.
The three basic needs categorized by McClelland (1961) are: 
the need for achievement, the need for a f f i l i a t i o n ,  and the need for  
power. Each of the three needs evokes a d if fe re n t  feeling of 
sati sfaction.
Atkinson (1964) and Stringer (1971) jo in  McClelland in 
accentuating that the creation of the r ig h t  kind of climate w i l l ,  as 
McGregor also suggests, have an impact on the motivation of the 
individual. Thus McClelland's theory also focuses on the need for  
managers or administrators to create a climate in which human 
potential may be released. McClelland's studies of human motivation 
were mostly concerned with the motivation of managers and not in d iv i ­
duals such as college teachers, and fo r  th is reason the theory was 
rejected as a basis for th is  study of teacher motivation.
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Argyris' maturity theory
I t  is suggested by Argyris (1957) that there is a basic 
difference or incongruence between the demands of the mature 
personality and the demands made by a typical organization. "Like 
McGregor, he favored allowing subordinates much more independence and 
decision-making power and creating a more informal organizational 
climate" (Stoner, 1982, p. 357). Argyris (1962) believes that 
individuals naturally  s tr ive  to be mature, but th e ir  employing 
organizations tend to encourage immature behavior. He argues that 
organization l i f e  tends to pull the individual toward psychological 
immaturity and as a resu lt  they become passive and dependent, as in 
a theory X type of organization. When the mature employee encounters 
this type of domination, Argyris maintains that three reactions are 
possible: escape or f ig h t  or adapt. He proposes that adaptation is 
the least representative of a good working environment because such 
a condition is incompatible with the higher level human needs for  
self-expression.
As in the case with McGregor's theory X and theory Y and 
McClelland's manifest needs theory, Argyris' theory is also aimed 
mostly at providing a basis for management's approach to human 
behavior in organizational design, and for th is reason was rejected  
as a basis for th is study of teacher motivation.
Frankl's theory
Frankl concentrates much more on the individual person's 
motivation rather than the behavior of the manager. He believes that 
man has a basic need to do meaningful things and i f  man finds himself
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in an environment that does not allow for meaning, then his unsatis­
fied need results in frustrated  behavior (Massie & Douglas, 1981).
Frankl's theory focuses on the ind iv idual's  need to do 
meaningful things. For the purposes of th is  study i t  was decided 
that th is  emphasis would be too lim iting in that there are other 
facets of an indiv idual's  needs that should also be researched.
Maslow's hierarchy-of-needs theory
Perhaps the most widely used theory in the study of 
motivation in organizations is Maslow's hierarchy of needs, based on 
the assumption that man is constantly in quest of some unsatisfied  
objective. This is a deductive theory that argues that reasonably 
wel1-s a t is f ie d  needs do not motivate behavior. Maslow (1970) views 
human motivation in terms of a hierarchy of f iv e  needs: physiological, 
security, belongingness and love, esteem, s e lf -a c tu a liz a t io n ,  and 
that an individual is motivated to satisfy those needs that are 
prepotent for him at any given time.
Although Maslow did not claim that the hierarchy is r ig id ly  
f ixed, the theory does prognosticate a causal process of motivation. 
Maslow (1948) never maintained that a need must be one hundred 
percent satisfied before the next level becomes decisive. As he 
explained "a more r e a l is t ic  description of the hierarchy would be in 
terms of decreasing percentages of satisfaction as we go up the 
hierarchy of prepotency" (p. 389).
The hierarchy-of-needs theory is popular because i t  is aimed 
at understanding the fundamentals of motivation, but the theory is 
subject to cr itic ism . Sisk and Williams (1981) write:
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. . . Maslow's theory is in tu it iv e ly  a t tra c t iv e  and has 
been a point of departure for numerous research studies 
with broad implications, but the theory i t s e l f  has become 
increasingly suspect. . . . Serious questions begin to 
surface, however, when we examine Maslow's ideas about 
how the hierarchy developed, the specific nature of the 
hierarchy, how i t  a ffects  motivation, and the consistency 
of the hierarchy from one person to another, (p. 319)
Some research supports the idea that an individual must 
satisfy  lower-level needs before any of the higher-order needs can 
be activated. 3ut research does not support the existence of a 
hierarchy above the security level (Alderfer, 1972; Lawler & Suttle , 
1972; Rauschenberger, Schmitt & Hunter, 1980; Wahba & 8ridwell,
1976). Research suggests then that i t  seems best to posit a two-step 
hierarchy with physiological and security needs at the lower level 
and the remaining three needs at the upper level.
The criticisms levelled  against Maslow's theory suggest that 
a refinement of the theory would naturally be a better proposition in 
the study of teacher motivation.
A lderfer 's  E-R-G theory
Alderfer (1967, 1969) has reformulated Maslow's needs 
hierarchy into three general needs levels, as i l lu s t ra te d  in 
f igure 10.
Although A lderfer 's  E-R-G theory is s im ilar to Maslow's i t  
does d i f f e r  in two very important respects.
F irs t ,  in addition to being based on a need satisfaction  
progression process, i t  also incorporates a need frustration  
regression process. When an individual is repeatedly frus­
trated in his or her e ffo rts  to satisfy a higher-order need, 
greater importance is placed on the preceding lower level. . . 
Second, . . .  i t  assumes, that a l l  needs may be active at the 
same time. (Bedeian & Glueck, 1983, p. 142)
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Needs Theories Level 1 Level 2 Level 3
Maslow's hierarchy Physiological Social needs, S e lf - fu l f i l lm e n t
of needs theory needs security needs needs, esteem
needs
Alderfer's E-R-G Existence Relatedness Growth needs
theory needs needs
Fig. 10. A lderfer 's  and Maslow's Theories: A Comparison
SOURCE: R. Wayne Mondy, Robert E. Holmes, and Edwin B. Flippo.
Management: Concepts and Practices. 2nd ed. (Boston: Allyn and 
Bacon, 1983), p. 323, table 10-2.
The E-R-G theory has not yet been subjected to much empirical 
research, but i t  could be assumed to have implications that are 
similar to those of Maslow's theory.
Herzberg's two-factor theory
Herzberg (1966) advanced a dual-factor theory of motivation 
that has attracted a great deal of attention and also some cr itic ism .  
His theory partly  overcomes the critic ism  levelled at Maslow's 
hierarchy in that only two levels of factors are proposed. The 
s im ila r ity  between Herzberg's and Maslow's models are shown in 
figure 11.
The Herzberg theory proposes that there are two s ign ifican tly  
d iffe ren t classes of factors, one class is external to the job in 
that i t  relates to the environment, the second class relates d ire c t ly  
to the job i t s e l f .  As Herzberg (1971) states,
. . . the factors involved in producing job satisfaction  
(and motivation) are separate and d is t in c t  from the factors 
that lead to job dissatisfaction . . .  i t  follows that these 
two feelings are not opposites of each other. The opposite 
of job satisfaction is not job d issatis faction  but, rather, 
no job satis faction; and, s im ilarly , the opposite of job
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dissatisfaction is not job satisfaction , but no job d issatis­
faction . (p. 318)
Maslow Herzberg
Physiological needs .................... _ - _ _
Safety needs - - - - - - - - - - - -
Hygiene factors
The need to belong - - - - - - - - -
Esteem needs - - - - - - - - - - - -
The need for se lf -ac tu a liza t io n  - - - J
Moti vators
Fig. 11. A Reconciliation of Herzberg's Findings 
with Those of Maslow
SOURCE: Joe Kelly. Organizational Behavior. (Homewood,
I l l in o is :  Richard D. Irw in, 1969), p. 178.
The framework fo r the two-factor theory was derived from 
interviews with two hundred accountants and engineers in the 
Pittsburgh area. The c r i t ic a l  incident method was used, and each 
respondent was asked to re la te  to an interviewer descriptions of 
times when they f e l t  exceptionally good or exceptionally bad about 
the ir  jobs. The results obtained revealed that factors that produced 
job satisfaction were almost en t ire ly  separate from those factors 
that led to job d issatis faction . Figure 12 shows the results of the 
Pittsburgh study, c lear ly  indicating the separation into upper-level 
motivator factors and lower level hygiene factors.
With regard to the v a l id ity  of Herzberg's orig ina l study, 
Duncan (1981) comnents,
I f  th is  limited study had ended the research, we would 
question the v a l id i ty  of the theory. Fortunately, other 
studies have been conducted in a variety of environments and
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through the partic ipation  of a number of work groups ranging 
from unskilled to highly professional employees. Such 
studies have generally supported Herzberg's findings.
(p. 152)
Percentage frequency Percentage frequency
dissatisfaction satisfaction
40 30 20 10 0 10 20 30 40
17
Achievement
15
Recognition
Advancement
7 Responsibility 17
37 Company Policy & Admin. 2
18 Supervision [2
Re!. Super
13 Work Cond.
Pers
L ife
27
38
34
Fig. 12. A Comparison of S a tis f iers  and D issatis fiers  
(Pittsburgh Accountants)
SOURCE: F. Herzberg, B. Mausner, and B. Snyderman. The Motiva-
tion To Work. (New York: John Wiley 4 Sons, 1959), p. 137T
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As can be expected a widely known theory sparks o ff  
controversy and cr it ic ism , and the Herzberg model has received i ts  
share. Mondy, Holmes, and Flippo (1983) sum up the major areas of 
c r i t i c i  sm:
1. Studies of certain occupational levels such as manual
workers are less supportive of the two-factor theory.
2. The theory focuses too much on satisfaction and d issatis ­
faction instead of on the ind iv idual's  performance level.
3. The c r i t ic a l  incident technique and the analysis derived 
therefrom are subjective.
Perhaps the major critic ism  levelled against the Herzberg 
methodology is the suggestion that individuals may respond more 
positively than they should when re la ting  incidents that appear 
favorable to themselves, and more negatively than they should when 
relating incidents over which they have less influence. This weakness 
should be remembered when interpreting results. However, there is 
no guarantee that this same weakness or bias does not also occur 
when individuals are asked to respond to objective-type questions, 
as for example in a Likert-type scale.
To the above criticisms may be added the fact that other 
studies have sometimes found d iffe ren t  results to that of Herzberg's 
(House & Wigdor, 1967).
In a paper by 3ockman (1971), an attempt is made to summarize 
what has been published in the Herzberg controversy and to discuss 
the most s ignificant findings of other researchers. The author 
concludes that
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. . .  i t  seemed that quite often Herzberg's c r i t ic s '  
objections to his theory or his methods were made with 
complete disregard of the arguments and explanations he 
presented. . . . There was evidence of ambiguity of 
forced context, and of unjust extrapolation of theory.
Semantic differences were especially apparent, (p. 186)
For the purpose of studying teacher motivation, the critic ism s  
against the two-factor theory may be counteracted:
1. As Mondy, Holmes, and Flippo (1983) themselves concede, 
"most studies have shown that when the employees are professional or 
managerial-level employees, the theory is applicable" (p. 324). I t  
seems appropriate then to use the two-factor theory in the study of 
teacher motivation.
2. While i t  may be true that there is not always a positive  
correlation between job satisfaction and performance, in other words 
a satisfied employee is not necessarily always a productive employee, 
i t  could be expected that a dissatisfied employee would have an 
adverse e ffect on performance. As Sisk and Williams (1981) point 
out, Herzberg's theory " . . .  has made a major contribution in 
focusing attention on job redesign for the purpose of making the work 
in t r in s ic a l ly  satisfying" (p. 324). P a rt icu la r ly  with regard to 
teacher motivation where i t  is d i f f ic u l t  to measure performance, the 
effec tive  administrator would do better to rather concentrate on 
increasing employee satisfaction  and decreasing d issatisfaction in an 
e f fo r t  to release what Wiles and Lovell (1975) re fer  to as the human 
potential of the teacher.
3. Motivation is generally regarded as being in tr in s ic  and 
intangible. Therefore, rather than c r i t ic iz in g  the c r i t ic a l  incident 
technique as used by Herzberg, i t  should be expected that th is method
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would be the more correct way in attempting to discover what is 
''inside'1 an individual. Furthermore, i t  could be assumed that, as 
Cox (1972) states, " . . .  teachers should be capable of examining 
the ir  own inner feelings and deciding how these feelings affected
the ir  work" (p. 38).
Hackman and Suttle  (1977) say that what the Herzberg theory 
does well is to point attention to the significance of the work i t s e l f  
in the motivation of employees. They recognize that the theory is 
s t i l l  generally used and'widely known because i t  is  persuasive, simple, 
and relevant part icu la rly  in the evaluation and design of organiza­
tional changes.
3edeian and Glueck (1983) add that,
While there is obviously some question regarding the
present status of Herzberg1s two-factor theory, certain  
implications flowing from the theory do merit managerial 
consideration. F i rs t ,  Herzberg's theory suggests that an 
individual can be both very satisfied and very d issatis fied  
at the same time. Second, managers often ask why the ir  
subordinates are not motivated. The t ra d it io n a l management 
response to motivation problems, however, has been to 
increase fringe benefits , a lte r  company p o lic ies ,  and promise 
better working conditions. The result has been that 
employees are s t i l l  not motivated. Herzberg's theory offers  
an apparent explanation to this puzzle. By focusing solely 
on hygiene factors, motivation w il l  not occur. Third, the 
suggestion that jobs be designed to provide greater moti­
vation through opportunities for achievement, recognition, 
responsib ility , advancement, and personal growth has 
attracted much attention . Indeed, Herzberg's two-factor 
theory has inspired numerous successful projects involving 
redesign of jobs and even entire organizations. In this  
connection, the message of two-factor theory is d irec t,  
simple and persuasive, (p. 148)
The l i te ra tu re  reveals that the Herzberg two-factor theory 
has been successfully used on numerous occasions to study employee 
motivation in business and industry. I t  is now necessary to consider
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the usefulness of the two-factor theory in the study of teacher 
motivation.
The Two-Factor Theory in the Study 
of Teacher Motivation
Reinforcement theories focus on what maintains motivation; 
process theories take on a broad approach to the problem of motivation 
in that they are concerned with what directs motivation; content 
theories, such as Herzberg‘ s two-factor theory, go to the source of 
the problem in trying to determine what in i t ia te s  the motivation 
process or what needs an individual possesses that propels him to 
pursue a certain course of action. Stoner (1982) distinguishes 
among.the three major categories of motivation theories as follows:
1. Reinforcement theories do not emphasize a process of 
motivation, they deal with how a past action may influence future  
actions.
2. Process theories emphasize the how of motivation, with 
needs being one element in the process.
3. Content theories stress the what of motivation and are 
concerned with the factors that are within an individual that may 
cause him to act in a certain manner.
The focus of this study is on the what of motivation and i t  
attempts to establish those factors that cause a teacher in a 
Seventh-day Adventist college to behave in a certain way. Because, 
as Bess (1977) remarks, "better teaching w il l  follow from motivated 
facu lty -- facu ity  whose most important needs are being met continually" 
(p. 256). Herzberg's two-factor theory focuses on an indiv idual's
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needs and is concerned with what in i t ia te s  behavior.
The Herzberg methodology has been used in a number of studies 
concerned with teacher motivation.
In a study en tit led  "Motivation and Mobility among Seventh-day 
Adventist Secondary Teachers: A Survey Employing the Herzberg Two-Factor 
Theory," Cox (1972) states that "the study was in agreement with the 
hypothesis of Herzberg--that sa t is f ie rs  and d issa t is f ie rs  in the job 
situation are not on a continuum, but operate independently of each 
other" (p. iv ) .
With regard to the Herzberg methodology, Cox (1972) wrote:
There seems to be no gainsaying the fact that the 
Herzberg type of approach was an excellent means of getting  
at the underlying factors in the situation which th is  study 
presented. Not only did the subjective type of question­
naire bring to the surface many hidden motivations that  
other types of instruments would have been hard pressed to 
bring out--but th is  type of questionnaire made the survey 
of much greater interest to work with. The respondents 
came a live  in th e ir  stories. They were real people who 
stated th e ir  cases, with th e ir  results , as they re a l ly  saw 
them. I t  would have been v ir tu a l ly  impossible to have 
constructed any other type of instrument that would have 
done what th is one did. (pp. 84, 85)
Not a l l  studies of motivation using Herzberg' s methodology 
are supportive of the two-factor theory. However, th is  fact does not 
mean that the Herzberg methodology is not useful as a means by which 
teacher motivation may be studied. On the contrary, in spite of 
results that d i f fe r  from what Herzberg would suggest, the researchers 
found that the c r i t ic a l  incident approach as used by Herzberg was 
indeed an e ffe c tive  means by which to probe the innermost feelings of 
teachers. Aebi (1972) used both the free-choice c r i t ic ia l - in c id e n t  
and the forced-choice-structured-item technique in order to test the
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app licab ili ty  of the Herzberg motivation-hygiene theory of job 
satisfaction to faculty  and administrators in f i f te e n  private  
l ibera l arts colleges. Three hypotheses, representing successively 
more strenuous applications of the theory were tested. The study 
concluded that the Herzberg theory in i ts  most general form--all 
motivators combined contributed more to job satis faction  than to job 
d issatisfaction , and a l l  hygienes combined contributed more to job 
dissatisfaction than to job sa t is fa c t io n -- is  fu l ly  applicable to the 
sample studied. In a more restric ted form --a ll motivators combined 
contributed more to job satisfaction than do a l l  hygienes combined, 
and a ll  hygienes combined contribute more to job d issatisfaction  
than do all  motivators combined--was only p a r t ia l ly  applicable. In 
i ts  most strenuous form— each motivator contributes more to satisfac­
tion than to d issatis faction , and each hygiene contributes more to 
job dissatisfaction than to job satis faction--held  true only for 
motivators and not fo r  hygiene factors. Although the theory was 
supported more consistently by the c r i t ic a l - in c id e n t  approach, there 
were no significant differences between this and the forced-choice 
method.
Openshaw (1980) also tested Herzberg's theory in a nigher- 
education setting. I t  was found that for the respondents, both 
academic administrators and fu ll - t im e  teaching facu lty , that both 
motivation and hygiene factors were primarily related to feelings of 
job satisfaction rather than to feelings of d issatis faction . I t  was 
recommended in this study that further research would be needed to 
establish the g en era lizab il ity  of the findings.
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A study by Wittenauer (1980) concluded that faculty  members 
of a medically related campus of a major university varied greatly in 
the ir  perceptions of satis fiers  and d issa t is f ie rs  from those of the 
subjects used in Herzberg's studies. I t  was recommended in this  
study that there is a need for facu lty  members to be recognized as 
being affected by varied and m ultip le factors which lead to satis­
factory academic experiences. Furthermore, i t  was emphasized that 
faculty members should be recognized as seeing some factors as 
sa tis f ie rs  that workers in other professions or in industry would 
iden tify  as d issa t is f ie rs .
The c r i t ic a l - in c id e n t  technique was also used by May (1978) 
to investigate the Herzberg two-factor theory re la ting  to job 
satisfaction and dissatisfaction of academic personnel at selected 
small l ibe ra l arts colleges. The subjects were asked to describe an 
incident or sequence of events and to indicate the importance of 
each of sixteen factors that were e ither sources of satisfaction or 
sources of d issatis faction . I t  was found that the three factors that 
ranked highest as satis fiers  were work i t s e l f ,  achievement, and 
interpersonal relations (subordinate). The most important dissatis­
f ie rs  were found to be lack of achievement, policy and administration, 
lack of recognition, and personal l i f e .  Therefore, only partia l  
support was found for Herzberg's theory.
Jaycox and Tallman (1967) used the c r i t ic a l - in c id e n t  technique 
to iden tify  positive and negative motivating factors of elementary- 
school teachers. • The c r i t ic a l  incidents were categorized within the 
framework established by Herzberg, but adapted to the education
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profession. Although some differences existed, the same factors were 
found to operate both as sa tis fie rs  and as d is s a t is f ie rs ,  and 
essentia lly  in the same rank order, thus d if fe r in g  from Herzberg's 
findings in industrial settings. This suggests that school adminis­
tra tors  would be providing conditions of motivation at the same time 
as they attempt to eliminate conditions of d issatis faction . However, 
in support of the Herzberg research methodology, the researchers 
state that,
while performance in industry often can be measured by 
piecework or some type of tangible output, such is not the 
case in education. Teachers deal with ideas, intangible 
things which are d i f f i c u l t  to assess. Thus, the cycle 
returns home to rest again within the ind iv idual, (p. 26)
. . . the modified c r i t ic a l  incident technique is 
serviceable for research of this type where open-ended 
responses are desired, and i t  is superior to the question­
naire or interview method.
The categories devised by Herzberg fo r identif ica tion  
of motivating and dissatisfying factors are concluded to 
be viable, and of use to further studies of th is  kind. (p. 182)
Hansen and Stanley (1969) studied the motivation of high- 
school teachers, and th e ir  study is a companion study to the Jaycox 
and Tallman study of the motivation of elementary-school teachers. 
The most important findings of this study revealed that factors for 
positive and negative motivation can be id e n t if ie d  by means of the 
c r i t ic a l - in c id e n t  technique, and that "the motivators of high school 
teachers are essentia lly  the same as elementary teachers . . . "
(p. 143). These researchers also suggested that "replications of 
this study at junior high school and college level would provide 
valuable insights for administrators. . . ." (p. 148).
Tammen (1971) also used the c r i t ic a l - in c id e n t  technique and
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an adaptation of Herzberg' s categories for analysis of the reported 
incidents, in his study of the motivation of junior-high-school 
teachers. He concluded that although there was a high correlation  
between sa t is f ie rs  and d issa t is f ie rs  in the sample studied, and that 
this conclusion is contrary to Herzberg1s industria l studies, 
"anticipated s im ila r it ie s  between th is  study and those of Hansen-- 
Stanley and Jaycox--TalIman were confirmed. . . . "  (p. 218).
Furthermore, he also supports the use of the c r it ic a l- in c id e n t  
technique and the use of Herzberg1s coding system in studies of 
teacher motivation.
The fact that these previous studies did not prove Herzberg's 
two-factor theory, for indeed this was not th e ir  purpose, did not 
discourage Morgan (1974) from using a similar methodology in studying 
teacher motivation in a public university.
Selected findings from Morgan's study revealed that reported 
incidents of satisfaction exceeded reported incidents of d issatis­
faction; achievement and recognition were the major sa t is f ie rs ,  and 
system/university--policy and administration and interpersonal 
re lations, peers and s ta f f ,  and working conditions were the only three 
major factors that appeared in the top f ive  factors of both satis fiers  
and d is s a t is f ie rs .  In spite of the fact that the study did not fu l ly  
support Herzberg's claim, the researcher was s u ff ic ie n t ly  confident 
with the use of Herzberg's methodology and coding system to recommend 
that "administrators of private colleges and community colleges might 
find that rep lication  of th is study to be valuable to the operation 
of th e ir  institu tions" (p. 81).
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Thus the Herzberg two-factor theory has successfully been 
used in the study of teacher motivation at the elementary-school 
level, the secondary-school level, the junior-high-school leve l,  and 
at a public university. Therefore, i t  was decided that a sim ilar  
approach would be viable in the study of teacher motivation in 
Seventh-day Adventist colleges in the United States.
Motivation of Teachers in Institu tions  
of Higher Learning
In comparing satisfaction derived from academic work with that  
derived from other professional work, Bess (1981) claims that although 
there are some insights concerning facu lty  satisfactions to be gained 
from an examination of the various theories, surprisingly l i t t l e  is 
found. He states that
in considering the application of the theories to 
academic l i f e ,  . . .  we s t i l l  are quite unsure about what 
does make the occupation of teaching and doing research in 
higher education as satisfying as i t  must be. (p. 39)
What, then, are the peculiar and unique characteristics of 
academic personnel engaged by institu tions of higher learning? 
Zimmerman (1968) describes the college professor as an individual 
with a basic motivational structure that has:
1. High educational expectancy
2. Low economic motivation and financial expectancy
3. A f e l t  need for high ethical standards and a perception 
of his profession as a way of meeting this personal need
4. A need to communicate facts and ideas to others on an 
interpersonal leve l,  and in particular to those that do not 
possess the information at the level of his own competence.
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The primary motivational system for entering and remaining in 
college teaching is categorized by Zimmerman (1968) as the central 
incentive system and is described as having l i t t l e  to do with 
survival, having power in in i t ia t io n  and maintaining qua lit ies , and 
being compatible to other motivational systems. He suggests that man 
responds to this system by enjoying pleasure fo r  pleasure's sake, and 
that in the case of the college teacher, pleasure is derived from the 
maintenance and perpetration of scholarly and in te llec tu a l ideas. He 
maintains that in addition to the central incentive system, competence 
appears to be an important motivational source, and i t  is the in te r ­
action of the central incentive system and individual competence that 
w ill  increase the qua lity  of the college teacher.
In his study, Cox (1972) found that the motivation of 
teachers in Seventh-day Adventist secondary schools arose out of 
the ir  opportunities to se lf-ac tua lize . I t  is also possible that the 
need to se lf-ac tua lize  may be a driving force in the behavior of 
teachers in Adventist colleges.
Se lf-actua liza tion  is defined as the " . . .  desire to become 
more and more what one id iosyncratically  is ,  to become everything 
that one is capable of becoming" (Maslow, 1970, p. 46). Self-  
actualization refers to the need to grow and to rea l ize  one's 
potentia l, or to become what Reitman (1981) describes as the 
authentic person:
. . . one (1) who tru ly  understands who he or she is as 
an individual, or persona (or, as some might prefer, soul) 
in re la tion  to other people and to the environment, and 
(2) who is capable of re lating e f fec tive ly  to others under 
a variety  of circumstances while retaining a unique 
id en tity ,  (p. 10)
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Foote and C o ttre ll  (1955) re fer to the authentic person as 
having the optimal idea of self in re la t ion  to his or her own social 
relations with others, in other words i t  accents the need fo r in te r ­
personal competency.
Rogers and Stevens (1967) re fer  to human authenticity as a 
pattern of experience which they claim to have observed and 
experienced.
I t  is an experience on which I have placed various 
labels as I have tr ied  to think about it--becoming a person, 
freedom to be, couragfe to be, learning to be fre e --ye t  the 
experience is something broader than, and deeper than, any 
of i ts  labels, (p. 47)
The characteristics of learning to be free are explained by 
Rogers and Stevens (1967) as being:
1. The experience of becoming a more autonomous and 
confident person.
2. The a b i l i t y  of an individual to move from fearing his 
inner feelings toward accepting these as elements of himself.
3. A move away from liv ing by values introjected from 
others to values experienced in himself.
4. The capacity for an individual to move from being driven 
by internal and external forces beyond his control toward being 
w illin g  to make responsible choices.
5. The a b i l i t y  of an individual to move from a d is trust of 
the spontaneous aspects of himself to a basic trust of himself as a 
sound instrument for encountering l i f e .
6. The move toward responsible freedom, a task that is not
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easy and that individuals tend to shrink from at the same time 
they attempt to carry i t  out.
Human authentic ity  emphasizes the in tr in s ic  aspects of 
human fu l f i l lm e n t ,  although this emphasis in no way excludes the 
extrinsic  needs of teachers and the external environment with which 
they must in te ra c t.  Teachers need to be soc ia lly  interactive but, 
as Reitman (1981) says, " . . .  they are not, or need not be, the 
merely passive recipients of external forces that pure deterministic  
theory makes them out to be" (p. 11). The teacher is perhaps one of 
the best examples of the essence of human authentic ity  in that he or 
she must be perceptive to the present and future changes and demands 
of the external environment and, at the same time, develop th e ir  
inner potential to i ts  optimum level of being more fu lly  human.
Phenix (1975) stresses the subjective, personal, and 
in tr in s ic  nature of the force that inspires men and women to teach.
As I re f le c t  on my experience as a teacher, what stands 
out for me personally is not what I or others regard as my 
success or fa i lu res  but the gratitude I feel for the 
unparalleled priv ilege of partic ipating in one of the most 
ex h il ira t in g  a c t iv it ie s  of mankind--the social celebration 
of the meaning of human existance in a l l  i ts  majesty and 
mystery, (p. 16)
Eble (1978) adds that to assist others in finding genuine 
pleasure in th e ir  work is fundamental to getting the best out of 
them, and that such genuine pleasure is more than the mere reduction 
of job tensions; i t  is the inner-joy of an a c t iv i ty  that has f r u i t fu l  
outcomes in others.
For academic men and women, that kind of se lf -rea liza tio n  
does not come from merely meeting classes and producing 
a r t ic le s ,  but from deriving from th e ir  work a deep pleasure
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for which the word joy is not only appropriate but c l in ic a l ly  
accurate, (p. 87)
To be an e ffec tive  teacher, then, i t  is essential that a 
personal joy and pleasure be derived from the act of teaching and the 
interpersonal communication of knowledge.
I t  obviously is not enough to simply conclude that college 
teachers are motivated by a love for th e ir  work, or that they merely 
enjoy the pleasures of teaching. Such an a ttitude  would indeed 
complicate the administrator's task in developing faculty. Although 
i t  is generally acknowledged that motivation is something that is 
within a person, and that there is no magic formula that enables one 
to pour motivation in, i t  is essential that administrators do a ll  
they can to create a situation within which motivation can be 
generated. Therefore, i t  is necessary to now pay attention to some 
of the more tangible aspects of teacher motivation.
From the s c ie n t if ic  management era, with its  heavy emphasis 
on finding the one best way of doing a job by rewarding e ffo rt  
measured according to highly objective and s c ie n t i f ic  standards, to 
the current interest in and use of behavior modification techniques, 
administrators have always appeared to be more interested in using 
incentives as a means to attaining desired results from their  
personnel.
Smart (1978) used a factor analytic procedure to provide an 
insight into the incentives of professional members in academic 
ins titu tions . His results indicate that there are six principal 
incentives to which college teachers could re la te ,  they are:
(1) family, (2) research; (3) administrative advancement; (4) in te r -
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personal relationships; (5) academic recognition; and (6) teaching. 
These six categories re f le c t  a broad spectrum of a c t iv i t ie s .  This 
fact underlines the teacher's desire to be treated as a separate 
individual whose needs may be quite d iffe ren t from those of his 
colleagues.
There has, and perhaps always w il l  be, a great deal of debate 
regarding the advantages and disadvantages of a salary increment 
system based on merit, as a possible motivating force. Wallin (1966) 
researched two types of increment systems: a merit-type system and 
compensation based on academic preparation and the amount of previous 
teaching experience. The results c lear ly  indicated that the college 
that used the merit pay system e l ic ite d  a greater commitment to 
maintaining the expertise of the ir  teachers. He comments on the 
results of his findings by stating:
I f  education's product, knowledge, is, as has been 
voiced by another, ''the most powerful single element in our 
culture," then, surely there is a need to learn more about 
the organizational conditions under which the professionals 
in educational ins titu tions  are best able to produce and 
transmit that knowledge, (p .10)
Published research as a motivating force, leads to 
professional reputation and prestige that is sorely needed by many 
private colleges. Consulting is another related area in which college 
teachers may become involved in order to keep up with the f ie ld  and 
to put theory into practice, but, as Spaltro (1980) comments, many 
untenured faculty members rush to publish research regardless of 
whether i t  is read or applied. She suggests that professional 
associations, learned societies, and graduate departments can remedy 
the situation by breaking the often automatic connection between
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scholarship and teaching. McVey and Hughes (1952) remark that "too 
often the stress on research becomes a menace to good teaching. There 
is one f ie ld  in which research is always appropriate and that is the 
f ie ld  of teaching" (p. 165). Lahti (1973) adds that "research, of 
course, is not everything. But research leads to direction , and 
direction leads to commitment. . . ." (p. 46). However, a motivated 
faculty operating within a proper environment where basic needs are 
being adequately sa tis fied , w il l  in most instances be self-motivated  
to share th e ir  expertise through scholarly research and publication.
For the purpose of a study conducted by Dykes (1978), i t  was 
theorized that environmental uncertainty and organizational pressure 
for change would serve as a primary motivating force. Teacher 
partic ipation  in calendar revisions at the University of Wisconsin 
was studied; the proposed calendar changes represented major in s t i ­
tutional innovations that d irec t ly  affected a l l  faculty members. I t  
was found that regardless of the level of agreement with the goals of 
the proposed calendar changes, the greater the level of perceived 
individual rewards, the higher was the rate of teacher part ic ipa tion .  
I t  was concluded that partic ipation by teachers in an in s t itu t io n a l  
innovation may re f le c t  more the relationship and delicate balance 
between motivation and rewards than the result of administrative 
pressure.
The student represents the commodity with which the college 
teacher must work; therefore, the student must play a v ita l  ro le  in 
the motivation o f 'the  teacher. Cohen (1973) conducted some research 
to determine whether two-year college teachers were satis fied  with
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th e ir  jobs. The study population was comprised of f if ty -seven  
teachers from a small college in Southern Californ ia , nineteen 
teachers from nine colleges in an Eastern state, and 146 teachers from 
a larger college in Northern Ca lifo rn ia . The three groups were asked 
to respond to questions on satisfaction and dissatisfaction, as 
presumed indicators of motivation. The responses showed that more 
than two-thirds of the Californ ia  teachers and more than h a lf  of the 
Eastern state teachers revealed that th e ir  gaining satisfaction  as
college teachers was related in some way to the ir  students. These
results strongly suggest that interaction with students should be one 
of the chief factors of motivation for college teachers. This fact  
suggests that college administrators should and could do something 
in th is  regard. Any obstacles in the way of the in teractive  process
between students and teachers should be removed. This could be
accomplished by providing for smaller classes, allocating teachers more 
time for interaction with the ir  students by, for example, reducing the 
number of committees that teachers must attend, and providing economic 
security so that college teachers are not tempted to spend valuable 
time in supplementing th e ir  income. In addition, more provision could 
be made for extra -curr icu lar a c t iv it ie s  that allow for informal 
contact between students and the ir  teachers. Bess (1979) underlines 
the fact that in teaching, task identity  requires that the work must 
incorporate the entire  student. Yet, teachers are seldom, i f  ever, 
able to identify  with each student as a complete person. Furthermore, 
teachers are constrained not to see the ultimate effects of th e ir  work 
in th e ir  students; they must take on fa i th  the significance of the ir  
contribution.
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Motivation must not only be seen as the satisfaction of an 
individual teacher's needs, but also as an attempt by administrators 
to in i t ia te  and direct the behavior of teachers toward the accom­
plishment of the in s t itu t io n 's  goals.
The Administrator's Role in Motivating  
College Teachers
The many facets of motivation emphasize various aspects of
the concept but basically there appear to be two common elements.
F irs t ly ,  motivation implies movement; secondly, motivation can be 
directed.
Tosi and Carroll (1982) address the two-fold meaning of 
motivation.
The term motivation has two general meanings in the 
dictionary of management. One use of the term motivation 
is as an ac t iv ity  of managers. The second use of the term 
motivation refers to a person's psychological internal drive 
state, which causes the person to behave in certa in  ways
part icu la rly  in the job setting, (p. 388)
Relating administration or management to the concept 
of motivation, Duncan (1974) simply states, "asking what managers 
should know about motivation is l ike  asking what a chef should know 
about cooking" (p. 157). Hinrichs (1974) describes motivation as,
” . . . the glue that holds an organization together; i t  is the stu ff  
of progress" (p. 37) Gannon (1982) also incorporates the ideal of 
achieving satisfaction of the needs and goals of both the employee 
and the organization. " I t  is the manager's task to direct individuals  
so they can satisfy the ir  needs as much as possible while they str ive  
to accomplish the objectives of the organization. . . . "  (p. 323).
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La 11 and Lall (1979) bring out the ro le  of the organization in the 
motivation process when they state that "the organization provides 
the framework within which a person expresses his motives. . .
(p. 177).
An understanding of motivation and the a b i l i ty  to apply 
motivation techniques is important for administrators because, by 
defin it ion , they work with and through people. Pigors and Myers 
(1977) regard the releasing of individual motivation as the central 
responsibility  of the administrator. In fac t ,  some authors give the 
impression that employee motivation is largely in the hands of the 
administrator. Cook (1980), for example, states that
. . . motivation is not simply a force or condition that 
resides inside individuals. In addition to the personal 
side (personality and physical and emotional s ta te ),  
motivation is affected by the nature of the person's task 
or job requirements, the technology or physical support 
provided fo r the job, the actions of immediate supervisors 
and interactions with others in management and the polic ies ,  
rules and structure of the organization, (p. 68)
At the very best, administrators should make sure that  
demotivation does not occur. Spiegel (1977) l is ts  several major 
demotivators:
. . . the strife-ridden atmosphere and unreasonable 
demands created by management in i ts  efforts  to improve 
productivity. Discouraging team s p i r i t ,  to lera ting  poor 
communication, downplaying i n i t i a t i v e ,  neglecting rewards, 
setting low organizational goals, effecting heavy-handed 
polic ies , and fa i l in g  to in s t i tu te  worthwhile tra in ing  
programs. . . .  (p. 14)
Meyer (1978) described six steps in the demotivation process:
1. Confusion. Introduction to the re a l i t ie s  of the in s t i ­
tution provides the f i r s t  con fl ic t  with the employees.
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2. Anger. An appearance of being under stress and a 
withdrawal from the flow of work-related a ffa irs  spawns anger.
3. Subconscious hope. Anger at self is now directed at those 
in charge and the employee becomes uncommunicative and defensive, 
although s t i l l  hopeful that the existing situation w il l  change.
4. Di si 1lusionment. The employee starts to re a l ize  that to 
remain with th is  particular organization w il l  demand a sacrif ice  of 
his values and sense of self-worth. Internal co n fl ic t  results and 
his degree of commitment to the organization diminishes.
5. Uncooperativeness. Performance now reaches i ts  lowest 
minimum level of acceptance.
6. Departure. The employee makes a subconscious decision to 
become dead-wood. Departure does not necessarily mean physically  
leaving the organization.
Thus, wherever demotivating factors are id e n t if ie d ,  immediate 
steps should be taken to eliminate these demotivators and, at the 
very least, allow the employee's inherent motivation to dominate once 
more.
Every human being is motivated from b ir th ,  but th is  does not 
necessarily mean that teachers are motivated to achieve the objectives 
and goals of the college. G iblin  (1976) reminds us that the fact that 
employees are inherently motivated has important implications for any 
organization in- that an employee's motivation w il l  f ind  outle ts . He 
then suggests some of these outlets  and indicates that they often may 
not contribute to improved performance within the organization:
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1. A search for organization a lte rnatives , such as looking 
for another job
2. A predominant desire for security and a need to maintain 
a level of security at a l l  costs
3. Increased loyalty  to a profession
4. Surreptitious, non-goal directed behavior
5. Behavior that is counter to the goals of the organization. 
He suggests that attention should be given to the creation of an 
improved work situation thSt provides for achievement instead of the 
m alleab il i ty  of the employees.
The l i te ra tu re  reveals that because of the in tr in s ic  nature 
of motivation, each teacher should be treated as an individual whose 
needs may be quite d if fe re n t  from those of his colleagues. In his 
study of the "History of Seventh-day Adventist Higher Education," 
Walter (1966) in one of his concluding remarks states that
. . . many of the problems which have caused perplexity  
to the colleges throughout their history can be shown to be 
the direct result of f r ic t io n  between individuals.
Good leadership . . . w i l l  t re a t  a l l  members of the
faculty and s ta f f  in such a way that each w il l  feel that his
indiv iduality  is respected, his a b i l i t y  recognized, and his 
accomplishments appreciated, (pp. 217, 218)
But Hesburgh (1979) remarks that "there are no easy answers
here . . . "  because of what he describes as ". . . the very special
nature of that body called faculty , made up of people who think 
otherwise" (p. 12). Or, as Richman and Farmer (1977) state:
People are hard to handle in complicated situations, 
and highly a r t icu la te  and in te ll ig e n t  professors are more 
d i f f i c u l t  to handle than most people. . . .  In short, they 
are a very d i f f i c u l t  work force to operate with. But a
university cannot function without them, and they give the
university i ts  unique f lavor, (p. 145)
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Besse (1973) points out that academic personnel are a more 
disparate group and, therefore, there is a need for more f l e x ib i l i t y  
in personal relations. Corson (1960) l is ts  six underlying and in te r ­
related factors which may account for differences in the motivation 
of teachers:
1. The college or university 's goals are not c lear ly  defined
2. The product produced is not tangible
3. The customers, students, or prospective employers exercise
only a limited influence upon the judgment of those who make the
deci sions
4. The faculty  are committed to a d isc ip line  or a profession 
rather than to the employing ins titu tion
5. As professionals, the faculty expect the r ig h t of 
se lf -d irec t io n  in th e ir  work
6. The right to partic ipate in decision making is often
diffused among many individuals with varied p r io r i t ie s .
The college facu lty 's  role in governance is often neglected. 
Woodburne (1958) asserts that there must be faculty  partic ipation  
in administrative matters. He explains that the "zone of acceptance" 
of orders by the faculty  is much smaller than for other types of 
employees because in the teaching of specialized subjects, i t  is the 
facu lty , not the administration, who are the experts. Therefore, 
there is a greater urgency to encourage knowledge upward from the 
teaching level so that po lic ies , when formulated, re f le c t  the 
conditions of teaching in the classroom. The facu lty 's  relationship  
with the administration of the college is of central importance to
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the health and growth of the in s t itu t io n , or, as Keeton (1977) 
states, "Involvements in governing can ensure and energize both 
cooperation and the devotion of faculty expertise to improvement"
(p. 196). In fac t ,  Selby (1978) emphasizes that by not practicing a 
more p art ic ip a tive  form of operation that not only allows but also 
encourages involvement by employees, ins t itu t ions  f a i l  to recognize 
and e ffe c t iv e ly  use th e ir  most valuable asset. In discussing the 
uniqueness of the small l ibe ra l arts college, M il le r  and Wilson (1963) 
remark that ". . . b y  v irtue of their  very smallness and the strength 
and v ia b i l i t y  of the l ib e ra l  arts concept, such colleges afford both 
facu lty  and administration an opportunity to work together . . . "
(p. 4 ) .
College administrators, then, should be engaged in a 
continuing e f fo r t  to keep teachers motivated, informed, supplied, 
tra ined, and appraised i f  they desire to e f fe c t ive ly  u t i l i z e  the 
in s t i tu t io n 's  most valuable asset, i ts  human resources. For, as 
Richman and Farmer (1977) stress, "in the end, the quality and repu­
tation  of any university or college depend primarily on the faculty"  
(p. 258).
Summary of the L itera ture  Reviewed
In order to adequately understand what motivates teachers in 
Adventist colleges, i t  was necessary to examine the underlying 
philosophy upon which the Seventh-day Adventist educational system 
is based. This philosophy stresses the importance of education 
as being a restorative process in which the teacher plays an important
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role in attempting to bring about the balanced development of the 
students' physical, mental, social, and sp ir itua l a ttr ibutes.
A common philosophy of education has the e ffe c t  of uniting  
the mission and goals of a l l  Adventist educational institu tions; th is  
fact was evident in the l i te ra tu re  re lating  to the development and 
function of the f ive  Adventist colleges selected fo r  this study.
There are perhaps as many defin itions of motivation as there 
are authors who have w ritten  about the subject. However, a common 
thought e ither d irec tly  stated or implied in a l l  defin it ions is that  
motivation involves movement or action, which preferably should be 
goal-directed.
The many theories of motivation are in fact interre lated ,  
each one stressing a p a rt ic u la r  aspect of the motivation process.
Each of the theories has certa in  strengths and certa in  weaknesses, 
and a l l  are subject to c r it ic ism ; Herzberg's two-factor theory is no 
exception. However, in the study of teacher motivation, the Herzberg 
theory has been found by others to be a valid methodology and is 
recommended for use in future studies.
The l i te ra tu re  suggests that teachers are largely motivated 
by in tr in s ic  needs. However, th is  emphasis in no way excludes th e ir  
extr ins ic  needs and the organizational environment with which they 
must in te rac t.
A review of l i te ra tu re  re lating  to teacher motivation would 
not be complete without considering the role of college administra­
tors in th e ir  attempt to re la te  to the unique strength that should be 
found in a motivated facu lty .
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CHAPTER I I I
METHODOLOGY
Procedure
The plan of inquiry used in th is  study was based on the 
Morgan (1974) study of teacher motivation in a public un ivers ity .  
The procedure followed was as follows:
1. Decision on method
2. Selection of the population
3. Adaptation of the instrument u t i l iz e d  in the Morgan study
4. Collection of the data
5. Categorization of the data
6. Processing of the data
7. Analysis of the data
8. Conclusions and recommendations.
Decision on Method 
Inasmuch as the c r i t ic a l - in c id e n t  method u t i l iz e d  in studies 
done by Jaycox and Tallman (1967), Hansen and Stanley (1969),
Tammen (1971), and Morgan (1974) was found to be a useful method by 
which to obtain a meaningful measure of the factors of motivation, 
the same approach was used in this study.
The c r i t ic a l - in c id e n t  method entailed the asking of two 
questions: "Think of recent incidents that made you feel good about
76
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your position as a teacher at a Seventh-day Adventist college" and 
"think of recent incidents that made you feel bad about your position  
as a teacher at a Seventh-day Adventist college." The respondents 
were asked to describe specif ic  incidents as b r ie f ly ,  accurately, and 
ob jective ly  as they possibly could. This approach naturally  assumes 
that the respondents are capable of examining th e ir  inner thoughts 
and fee lings, of deciding how these thoughts and feelings a ffect  
th e ir  work as teachers, and that they are w i l l in g  and able to express 
themselves in the ir  descriptions of c r i t ic a l  incidents.
In addition to the c r i t i c a l  -incident approach, the respondents 
were asked twenty forced-choice-structured questions, each of which 
was an application of the respective categories that were used to code 
the respondents' account of th e ir  c r i t ic a l  incidents. These questions 
were included as an exploratory step to ascertain any differences in 
responses received in the form of c r i t ic a l  incidents as compared with 
responses to direct questions that required the respondents to 
choose between a lte rnative  levels of satisfaction and d issatis faction .
Population Studied
Five of the eleven Adventist colleges and universities in the 
United States were selected fo r  this study. Of the six remaining 
Adventist colleges and u n ivers it ies , four, namely: Andrews University, 
Loma Linda University, Kettering College of Medical Arts; and 
Oakwood College, were excluded because of atypical organizational and 
curriculum parameters. Two colleges elected not to partic ipate;  
these were, Atlantic Union College and Walla Walla College 
(appendix C).
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The f ive  Adventist colleges that did partic ipate  are:
Columbia Union College, Pacific  Union College, Southern College of 
Seventh-day Adventists, Southwestern Adventist College, and Union 
Col lege.
All teachers employed at these f iv e  Adventist colleges and who 
also taught a minimum of eight cred it  hours per week during the 1982- 
83 school year were polled, a to ta l of 332 teachers. Responses were 
received from 264 teachers, approximately 80 percent of those 
polled.
Adaptation of Instrument
The questionnaire used by Morgan (1974) had to be adapted for  
use by teachers in Adventist colleges.
The instrument (appendix D) consists of three sections. In 
the f i r s t  section, teachers were asked to specify th e ir  major teaching 
area; academic rank; age; whether or not they received 50 percent 
or more of th e ir  post-secondary education from Adventist colleges or 
univers it ies; years of teaching experience in high schools, community 
colleges, colleges or un ivers it ies ; to ta l teaching experience at a l l  
levels; highest academic degree held; the three most pleasant and the 
three most unpleasant aspects of being a teacher in a Seventh-day 
Adventist college; whether or not they were currently a member of the 
Seventh-day Adventist church; and the number of years during which 
they have been a member. Respondents were also asked to l i s t  the three 
major factors that influenced them in deciding to accept an appointment 
as a teacher at an Adventist college, and the degree to which they f e l t  
that these influencing factors were being f u l f i l l e d .
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The second section of the instrument consists of the twenty 
forced-choice-structured questions, requiring the respondents to 
indicate whether they were highly sa t is fied , moderately sa t is f ied , not 
interested, moderately d issatis fied  or highly d issatisfied with each of 
the eighteen categories used by Morgan in coding c r i t ic a l  incidents.
Two categories were added sp ec if ica lly  for th is  study: commitment 
to service and extra -curr icu lar a c t iv i t ie s .
The th ird  section provided the respondents with the opportu­
n ity  to re la te  the incidents that made them feel exceptionally good 
or bad about their position as teachers at Adventist colleges.
The instrument incorporates suggestions made by several 
Andrews University facu lty  members, members of the researcher's  
doctoral committee, and graduate students who have served as teachers 
in Adventist colleges. The instrument was f in a l ly  reviewed by 
Wilfred G. A. Futcher, professor of education and coordinator of the 
area of educational foundations and measurement at Andrews University.
Collection of the Data 
A data sheet (appendix B), together with an introductory 
le tte r  (appendix A), was mailed to the presidents of each of the f ive  
Adventist colleges selected for th is  study.
All the teachers employed at the f ive  selected Adventist 
colleges and who taught at least eight credit hours per week were 
sent a packet which contained a le t te r  inv it ing  their  partic ipation  
(appendix E), the questionnaire, a stamped-self-addressed envelope 
for the respondents use in returning the completed questionnaire, and 
a stamped-self-addressed return card, which the respondent was asked
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to return separately from, but at the same time as the completed 
questionnaire was mailed. Only the stamped-self-addressed return 
cards were numbered--this enabled the researcher to send out 
follow-up le tte rs  (appendix F) to those teachers who did not respond 
to the f i r s t  request.
The sealed packets addressed to each member of the population 
were mailed in bulk to a college student at each of the f ive  colleges; 
these students delivered the packets to the teachers named on the 
outside. The college students who delivered the packets were 
instructed (appendix G) to contact the respective teachers a fter at 
least one week to inquire whether or not they had mailed the 
completed questionnaire. The teachers were asked to sign the ir  names 
to indicate that they had received the questionnaire and again to 
indicate that the completed questionnaire had been mailed (appendix 
H).
A follow-up le t te r  (appendix F) and a fresh questionnaire, 
together with a stamped-self-addressed envelope, was mailed d irectly  
by the researcher to those teachers who did not respond to the f i r s t  
request. Of the 264 responses received, th irty -tw o were received 
as a result of the second mailing.
Table 3 shows the break-down of the population and the number 
of responses received from each college.
Categorization of Data
The reported incidents were studied and coded within the set 
of eighteen categories u t i l iz e d  by Morgan (1974), which in turn was 
". . . refined from those of Herzberg by Jaycox and Tallman" (p. 36).
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Two categories, commitment to service and ex tra -curr icu la r  a c t iv it ie s ,  
were added. I t  was suggested by those who reviewed the instrument 
that teachers in Adventist colleges would probably report incidents 
that related to their  need to serve the church. The author was also 
fu l ly  aware of the fact that many teachers in Adventist colleges 
partic ipate  in a c t iv it ie s  related to the college but outside of the 
classroom or laboratory. These two additional categories proved to 
be necessary when actually coding the incidents. The guide u t i l ize d  
in coding the incidents is *shown in appendix I .
TABLE 3
BREAKDOWN OF THE POPULATION AND THE 
NUMBER OF RESPONSES RECEIVED
Col lege
Number
of
Teachers
Polled
Number of 
Responses 
Received
Number of 
Responses as a 
Percentage of 
Teachers Polled
Columbia Union 
Col lege 44 36 81.8
Pacific  Union 
Col lege 109 85 77.9
Southern College 
of Seventh-day 
Adventi sts 80 64 80.0
Southwestern 
Adventi st Col lege 46 36 78.3
Union College 53 43 81.1
Total 332 264 79.5
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A team of f ive  outside authorities in the area of education 
and approved by the chairman of the researcher's committee (appendix 
J ),  were u t i l iz e d  to check the accuracy of the researcher's catego­
r iz in g .  The few discrepancies found were referred to the team and 
the necessary corrections were made. The categorizing was found by 
the team to be valid .
The l i s t  of eighteen categories, which does not suggest any 
order of importance, were defined by Morgan (1974) as follows:
Recognition--An act of recognition to the respondent.
The recognition could come from many d ifferen t sources: an 
administrator, a student, a fellow teacher, a parent, or 
the general public in the form of notice, praise or blame.
Achievement--An act of success or fa i lu re  in the 
performance of the job.
Poss ib il ity  of growth--Change in the job situation  
involving evidence fo r  growth increase or decrease. This 
implies a change of status that o f f ic ia l ly  included a 
likelihood that the respondent would be able to r ise  in 
his profession, or the converse.
Advancement--An actual change in the status or position  
of the person in the university system.
Salary--A ll sequences of events in which compensation 
plays a ro le  are included in this category.
Interpersonal re la tions --S itua tions , involving the 
characteristics of the interaction between the respondent 
and some other indiv idual. Four major categories were 
establi shed:
Interpersonal relations--Department Chairman
Interpersonal relations--Deans, Associate Deans, and
Assistant Deans
Interpersonal relations--Students
Interpersonal relations--Peers (fellow teachers, s ta f f ,
general public or outside agency)
Supervision-technical— Situations involving competence 
or incompetence, fairness or unfairness of the supervision 
received. Statements were coded with respect to the 
department chairman's willingness or unwillingness to 
delegate respons ib ility , his consistently c r i t ic a l  a tt itude ,  
or the help and encouragement he provided.
Responsibi1i t y --S ituations involving responsib ility  and 
authority fo r  one's own work or the work of others, or 
assigning of new responsib ility  to the respondent.
System/University policy and administration—Adequacy 
or inadequacy of system/university organization and
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
83
management. Harmful or beneficial effects of the system 
or university practices were included.
Working conditions--Physical conditions of work, work 
load, or f a c i l i t i e s  available for doing work.
Work i ts e lf - -T h e  act of performing the job or the tasks 
of the job. Considered were jobs described as routine or 
varied, creative or s tu lt i fy in g ,  overly easy or overly 
d i f f i c u l t .
Factors in personal 1ife --S itua tions involving some 
aspect of the job which affected one's personal l i f e  in 
such a way that the e ffect was a factor in the respondent's 
feeling about his job.
Status--Situations where respondent actually  mentioned 
some sign or appurtenance of status as being a factor in his 
feelings about his job.
Job security—Objective signs of presence or absence 
of job security, including tenure.
D iscip line--S ituations involving the d isc ip lin e  of the 
university. This category was u t il ized  both fo r  positive  
or negative d isc ip line  of students and facu lty , (pp. 37-39)
The two additional categories are defined as follows:
Commitment to service--S ituations involving positive or 
negative aspects that the respondent encountered in his or her attempt 
to serve God, the church, or the college as an instrument of the 
church.
Extra-curricu lar a c t iv i t ie s --A c t iv i t ie s  related to the 
college but outside of the classroom or laboratory in which the 
respondents are or would l ik e  to be involved.
Processing of the Data 
Responses to sections two and three of the questionnaire, as 
well as comparisons with results obtained from a study of teacher 
motivation at a public university , are reported by the use of tables 
which included rank-order, frequencies, and percentages of satis fiers  
and d issa t is f ie rs .  Spearman's rank-order correlation technique was 
used to determine any s ign ificant degree of corre lation .
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Chi-squares were computed to test whether there were any 
significant relationships in responses to section two on the part 
of the various subgroups, and to determine relationships between the 
degree of fu l f i l lm e n t  experienced on the part of the various sub­
groups.
A categorical scaling, which takes into account the size of 
the intervals between categories, was used to note whether there was 
any correlation between responses received in the form of c r i t ic a l  
incidents with those responses given to the forced-choice-structured  
questions.
An a equal to at least a .05 level of confidence was used 
to test for s ign ifican t results.
This study was based on Herzberg’ s two-factor theory approach 
to the study of motivation and is an analysis of motivators or 
satis fiers  and d issa t is f ie rs  as being presumed indicators of teacher 
moti vation.
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CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA
This chapter presents an analyses of the data taken from the 
questionnaires completed by 264 of 332 teachers, who taught an 
average of at least eight credit hours per week during the 1982-83 
school year at one of the f ive  Adventist colleges selected for th is  
study. A description of the population sample is given f i r s t ,  and 
then the data relevant to the questions raised in th is  study are 
reviewed.
Population Characteristics
Each of nine teaching areas was represented; the area of 
nursing, health, and physical education formed the largest group 
(19 percent). Table 4 reveals that most of the respondents 
are professors (36 percent); hold a doctorate degree (48 percent); 
and are over f i f ty -o n e  years of age (27 percent). The vast majority  
of respondents (64 percent) have over seven years of college and/or 
university teaching experience. Thirty-seven percent have at least 
sixteen years of teaching experience beyond the elementary-school 
le v e l .
P a rt icu larly  noteworthy is the fact that 65 percent of the 
respondents have completed 50 percent or more of th e ir  post-secondary- 
school education at an Adventist in s t itu t io n ,  and 56 percent of a l l
85
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respondents have been members of the Seventh-day Adventist church for 
at least t h i r t y  years; a l l  but one of the respondents indicated that 
they were currently members of the Seventh-day Adventist church.
TABLE 4
CHARACTERISTICS OF THE POPULATION
Characteristics Frequency (N = 264)
Per­
centage
Teaching Area
English, Modern Languages, 
Communication, Library Science
Biology, Chemistry, Physics
Business Administration, Office  
Administration, Secretarial Science
Social Sciences, Education
Industria l Education, Agriculture, 
Technology, Home Economics
Mathematics, Computer Science
Music, Fine Arts
Nursing, Health, Physical Education 
Religion, Theology, B iblical Languages
Academic Rank 
Instructor  
Assistant Professor 
Associate Professor 
Professor
Academic Degree 
Bachelors 
Masters 
Doctorate 
No response
33
36
24
41
17
16
27
49
21
35
79
55
95
23
109
128
4
13
14
9
16
6
6
10
19
8
13
30
21
36
9
41
48
2
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TABLE 4—Continued
Characteristics (Ne=U264]f
Per­
centage
Age
Under 25 years 6 2
25 - 33 years 50 19
34 - 42 years 67 25
4 3 - 5 1  years 69 26
52+ years 72 27
Teaching Experience College/University
Under 4 years 49 19
4 - 6  years 45 17
7+ years 170 64
Total Teaching Experience
Under 4 years 34 13
4 - 6  years 34 13
7 - 1 0  years 44 17
1 1 - 1 3  years 29 11
14 - 16 years 23 9
16+ years 95 37
No response 5 2
Post-secondary Education at Adventist Institutions
At least 50 percent 172 65
Less than 50 92 35
Member of Adventist Church
0 - 1 0  years 10 4
1 1 - 2 0  years 41 16
2 1 - 3 0  years 66 25
30+ years 147 56
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Factors Contributing to Satis fiers  
as Evidenced in Reported 
C rit ic a l  Incidents
Four hundred and sixty-seven incidents were reported as making 
teachers feel exceptionally good about the ir  positions as teachers 
in Adventist colleges. The favorable incidents are categorized and 
ranked in table 5. A number of incidents are quoted as presented by 
the respondents in order to i l lu s t r a te  the various categories of 
satisfaction.
Achievement ranked f i r s t  as a s a t is f ie r .  This factor figured 
in 122 incidents, 26 percent of the to ta l incidents reported. Most 
of the incidents described in this category related to students' 
in te llec tua l success and opportunities to represent the college and 
its  programs to the public and professional associations. Some 
typical incidents in this category are described as follows:
A student produces a prize-winning essay for a 
denominational paper.
Seeing my students go out on the ir  own to do consulting 
work in the in s ta lla t ion  of microcomputer accounting systems.
A student that I feared wouldn't pass State boards 
actually did very well.
The pleasure of walking through an SDA hospital and 
in one day be able to count a dozen or more s ta f f  and 
leaders who have been your students.
When the regional accreditation team visited the campus, 
i t  was a joy to get to know them and hear them praise our 
school. They commented many times that they could hardly 
find anything to mention in a negative l ig h t .
I recently participated in some workshops with my 
professional association, downtown. I made a couple of 
presentations and the questionnaires and evaluations of 
sessions were overwhelmingly supportive and in favor of
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me and therefore my in s t itu t io n .  I say my in s t itu t io n ,  
because I was introduced as a member of the S.D.A. church 
and a professor at this college. I was a representative  
of this college, and wanted them to see a side of us that 
is so frequently overlooked.
TABLE 5
A COMPARISON OF RANK ORDER, FREQUENCY 
AND PERCENTAGES OF SATISFIERS 
(Based on C r i t ic a l  Incidents 
and Twenty Major Categories)
Rank
Order
S atis f ie rs  Category 
(N = 467) Frequency
Per­
centage
I Achievement 122 26
2 Recognition 113 24
3 Interpersonal relations--students . 65 14
4 Commitment to service 48 10
5 Interpersonal relations--peers and 
s ta ff 25 5
6 System-Coliege policy and 
administration 18 4
7 Poss ib il ity  for growth 13 3
8 Work i ts e l f 12 3
10 Working conditions 8 2
10 Interpersonal relations--department 
chairman 8 2
10 Factors in personal l i f e 8 2
12 Interpersonal relations--deans, 
associate deans, assistant deans 6 I
13.5 Advancement 5 1
13.5 Extra-curricular a c t iv i t ie s 5 1
15 Responsibility 4 1
17 Status 2 0
17 Job security 2 0
17 Salary 2 0
19 Discipline I 0
20 Superv i s i on— techn i ca 1 0 0
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The second most frequently mentioned factor among the 
favorable incidents was Recognition. This factor was noted 113 times, 
24 percent of the to ta l s a t is f ie rs  reported. The m ajority of 
incidents re la ting  to recognition were in the area of student praise 
and recognition by peers.
I have been complimented by students and the academic 
dean that I have influenced students pos itive ly . Students 
compliment me for my teaching and my interest in them.
After a student survey of myself, the dean wrote a 
le t te r  te l l in g  me he was pleased with my rating by the 
students.
Recently when a student with whom I had worked extra 
time to achieve certa in  s k i l ls  in the c l in ic a l  setting , came 
to me and expressed appreciation for her growth and asked me 
to present her cap a t  the nursing ceremony.
I was recently the recip ient of three separate and 
d is t inc t  honors, awarded to me on the occasion of the 
Alumni weekend at the college for which I teach.
Recipient of outstanding teacher award.
The factor that ranked th ird  as a s a t is f ie r  was Interpersonal 
re la tions— students. S ix ty -f ive  of the incidents, 14 percent of the 
to ta l ,  were concerned with this factor. Some typical incidents were:
Three weeks ago, one of my freshman students was s it t in g  
in my o ff ic e .  We had been chatting for 20 minutes or so, 
when she smiled and said; "You know what I l ike  about Adventist 
schools? Our teachers re a l ly  become our friends."
Just today a f te r  the f in a l  tests , the students stayed 
and we talked about a l l  kinds of things, few re la t ing  to the 
test. This is the la tes t  of a long series of enjoyable 
experiences with students.
Fourth ranking as a s a t is f ie r  was Commitment to service. This 
factor was evident in fo r ty -e ig h t incidents, 10 percent of the to ta l .  
The majority of these incidents involved the opportunity for Christian  
witnessing.
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After the evening lab. when students have prayed with 
partners and have received a blessing, I feel I have re a l ly  
helped them to experience a reason for our Christian training  
and education.
The opportunity to influence minds fo r  Christ. My 
student evaluations reflected th is , especially  th is  year.
I'm where God wants me. When I no longer have th is  
assurance I want to move on to my next assignment in His 
plan.
About a year ago we had a student with a Catholic 
background. She had f e l t  her church was not meeting her 
spir itua l needs, and had become a Baptist. . . .  To make 
a long story short she lived with us during her last  
quarter on the main campus. Yesterday I went to a distant 
c ity  to witness her baptism.
Interpersonal relations--peers and s ta f f  ranked f i f t h  with 
twenty-five incidents reported, 5 percent of the to ta l .  Incidents 
reported included:
Because of some recent events which have happened at 
this particu lar College, I have been shown what a wonderful 
support system we have here with the facu lty . They are 
faculty  which have put the ir  jobs on the line for each other 
time and time again. There has come to be a s o lid a r ity  
among the facu lty  even when they knew that the board 
chairman and a great part of the administration would 
wreak vengence upon them.
A recent personal incident has again c le a r ly  revealed 
to me that most teachers at our colleges are wonderful 
Christians and i t  is a pleasure to work with them.
I enjoy the frequent conversations about the church- 
related issues with fellow faculty members, most of whom 
are fr iend ly , a r t ic u la te ,  searching, sincere Christians.
Sixth ranking as a sa t is f ie r  was System-Coliege policy 
and Administration, eighteen incidents were expressed, 4 percent of 
the to ta l s a t is f ie rs .
We are informed of the college business o ve ra ll ,  and 
I am proud to be connected with a super college program 
and administration.
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Recent reduction in faculty  and s ta f f  on campus was 
handled very democratically by careful study by an ad hoc 
committee composed of various elements on campus.
A person of the personnel o ffice  and a person o f the 
administrative s ta f f  have recently shown personal in terest  
in my welfare. They have done so without being personally 
acquainted with me and this showed a caring a t t i tu d e  to me 
and improved my opinion of the administrative s ta f f .
P o ss ib il ity  for growth ranked seventh with th ir teen  incidents, 
including:
I appreciate the opportunities the school gives to 
upgrade myself academically and professionally ( in  teaching 
methods) colloquims and other types of instruction.
I am also very pleased with recent decisions that w il l  
enhance my career development program.
Eighth ranking as a s a t is f ie r  was the Work i t s e l f , twelve 
incidents were described, including:
I love my work. I t  gives me ample opportunity to be 
creative, exercise leadership at many d iffe ren t levels , and 
explore new dimensions.
Each day is f i l le d  with incidents that reinforce the 
fact that I re a l ly  enjoy teaching.
Ninth, tenth, and eleventh positions f e l l  into a t ie  between 
Working conditions, Interpersonal relations--department chairman, and 
Factors in personal l i f e . Each accounted for eight incidents of 
sati sfaction.
Incidents re lating  to working conditions included:
I attend classes at the local university and while I 
very much enjoy them, and the teachers, I do find that the 
general behavior of students--the smoking, language, e tc . ,  
causes me to be thankful that I teach in an Adventist school.
The good news that a new Fine Arts building w i l l  be 
started in A p ri l .
Additional f a c i l i t ie s  are being planned with d e f in ite  
dates determined for beginning construction of the next
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phase of the physical education complex and the renovation 
of an existing building for l ib ra ry  use.
Incidents re la ting  to interpersonal re la t io n s—department 
chairman included:
Another of our blessings is our department chairman, 
who is one of the most p o lite  Christian gentlemen to be 
found anywhere. He always listens to our side of the 
story, and grants what we ask i f  he possibly can. He is 
also very non-threatening to our theological views.
The appointment of Dr. to the chair of the
________  department—f in a l l y  we have a supportive chairman.
Incidents re la ting  to factors in personal l i f e  included:
Basically, this may sound very strange, but when my 
personal l i f e  is satisfactory, everything else seems to be 
a bed of roses and vice-versa.
College teaching is not nearly as time demanding (as 
academy) and I appreciate the time available to be with 
my family.
My son had a skin condition which necessitated frequent 
v is i ts  to a dermatologist. I was thankful to have to pay 
only 25S of the cost.
The college where I am teaching now is very helpful in 
finding housing for its  s ta f f  and facu lty , especially since 
housing is very expensive in . The college has a
good plan that has recently helped me to finance my house.
Interpersonal re la tions— deans, associate deans, assistant 
deans ranked twelfth with six incidents, an example of one of these 
was:
Dr. has been extremely supportive as my dean.
Just recently he popped into my o ffice  to wish me a happy 
birthday. He always has words of encouragement just when 
I need them.
Advancement was tied with Extra-curricular a c t iv it ie s  and 
was a factor in each of f ive  cases.
Advancement included the following incidents:
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I was advanced a step in my ranking.
A recent advancement in rank in the face of some 
severe c r it ic ism .
I have been asked recently to serve as new chairman 
of the department.
Extra-curricular a c t iv it ie s  included the following incidents:
Weekend events (recruitment t r ip s  to academies, Sabbath 
school, and Sabbath afternoon meals and excursions) provide 
occasions for social interaction on a level not afforded in 
the classroom.
Just returned from a weekend camping t r ip  to _______
with ________  club. A thoroughly enjoyable experience.
Responsibi1i t y  ranked f i f te e n th  with four incidents including:
To comply with NCATE and State requirements of f ie ld  
practicum experiences before student teaching. I was appointed 
coordinator of f ie ld  experiences and am responsible for o f f -  
campus placement of students in public schools.
Status, Job security and Salary t ied  for sixteenth, seventeenth, 
and eighteenth position on the l i s t  of categories of s a t is f ie rs .  Each 
reported two incidents.
Incidents re la t ing  to status included:
I am a faculty-board observer.
I am a high-ranking committee member.
One of the two incidents concerning job security was:
I recently received a le t te r  from the President, stating  
that I had been granted permanent tenure. Naturally, I feel 
good about th a t .
An example of an incident re la t in g  to salary as a s a t is f ie r
was:
Recently receiving n o tif ica t io n  of next years o ffe r  of 
a nice monthly salary.
Discipline ranked nineteenth as a s a t is f ie r .  The following 
incident was given:
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Student caught cheating. This resulted in a turning 
point for the better in his l i f e .  He now is a much happier 
person.
Supervision--technical was twentieth on the l i s t  of s a t is f ie rs .  
This factor was not mentioned.
Factors Contributing to D issatisfiers  
as Evidenced in Reported 
C rit ica l IncidenTs
Three hundred and seventy-three incidents were reported as 
making the teachers feel badly about th e ir  positions as teachers in 
Adventist colleges. The unfavorable incidents are categorized and 
ranked in tab le  6. A number of incidents are quoted as presented by 
the respondents in order to i l lu s t r a te  the various categories of 
di ssati sfaction.
System/col lege policy and administration ranked f i r s t  as a 
d is s a t is f ie r .  Within the 373 incidents reported, 102 showed 
system/college policy and administration as a dissatisfying factor,
27 percent of the tota l incidents reported. Most of the incidents 
described in th is  category had to do with poor personal relationships  
between the college administration and the teacher. Some typical 
incidents are described as follows:
I feel badly when college administration has i ts  "head 
in the clouds" and does not recognize the value of a person.
Several months ago I was led to believe a certain thing 
by an administrator and recently I was told something 
to ta l ly  contrary. I was very disappointed by this and my 
opinion of this administrator has been lowered because of 
th is . Although I enjoy my work with college students and 
find i t  very f u l f i l l i n g ,  I find the tension between the 
administration and the faculty frus tra ting  at times. I feel 
that there should be better rapport between the adminis­
tra tion  and the facu lty .
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TABLE 6
A COMPARISON OF RANK ORDER, FREQUENCY 
AND PERCENTAGES OF DISSATISFIERS 
(Based on C r i t ic a l  Incidents 
and Twenty Major Categories)
Rank
Order
D issa tis f ie rs  Category 
(N = 373) Frequency
Per­
centage
1 System/College policy and 
administration 102 27
2 Interpersonal relations--peers and 
staff 76 20
3 Working conditions 32 9
4 Interpersonal relations--students 23 6
5.5 Job security 19 5
5.5 Factors in personal l i f e 19 5
7 Discipline 16 4
6 Achievement 14 4
9 Recognition 13 3
10.5 Interpersonal relations--department 
chairman 12 3
10.5 Work i t s e l f 12 3
12 Salary 11 3
13 Commitment to service 10 3
14.5 Advancement 4 I
14.5 Extra-curricular a c t iv it ie s 4 I
17 Interpersonal re la tions—deans, 
associate deans, assistant deans 2 I
17 Status 2 i
17 Poss ib il ity  for growth 2 I
19.5 Responsibility 0 C
19.5 Supervision— technical 0 0
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Recently there has been a s ta ff  replacement in my depart­
ment. This was handled completely by the administrative  
o ffice rs . There was no e f fo r t  to determine i f  the individual 
they chose would f i t  into our department, from the members 
themselves. As i t  turns out there are problems. I am not 
sure that the department would have recommended anything 
d iffe ren t ,  but i t  would have been nice to have been consulted.
The second most frequently mentioned factor among the 
unfavorable incidents was Interpersonal re la t io n s— peers and s ta f f . 
This factor was noted seventy-six times, 20 percent of the tota l 
dissatis fie rs  reported. These incidents included:
A confrontation with a colleague wherein she was
unbending, unreasonable, and policy minded.
The controversy in the church and in the re lig ion  dept, 
at . The people that have been hurt, the rumors,
the back-stabbing— no-one was immune. I t  has been a very 
painful experience and has had a negative e f fe c t  on 
relationships between teachers.
Fellow teachers coming around to t ry  to t e l l  myself
and others how to vote on some issue to be presented in
the next meeting.
Third ranking as a d issa t is f ie r  was Working conditions. 
Thirty-two incidents involved working conditions, 9 percent of the 
tota l dissatisfying incidents. The majority of these incidents had 
to do with heavy workloads and inadequate f a c i l i t i e s .
When I think of the heavy load and consider the small 
amount of time available to do each facet of my work 
adequately— i t  is easy to become depressed.
All equipment our former department owned has been 
turned over to Instructional Media, from whom I must borrow 
when I need i t .
The poor long-range planning—getting a new building  
finished and immediately seeing i t  remodified to include 
additional departments, and resulting in inadequate 
f a c i l i t i e s  for a l l  involved--is a cause for real concern.
Interpersonal re la t io n s— students ranked fourth as a
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d is s a t is f ie r . Twenty-three incidents were reported, 6 percent of 
the to ta l d issa t is f ie rs .  Incidents included:
A student I had much fa ith  in and had helped many times 
in d i f f i c u l t  experiences turned on me negatively in front  
of several others.
I recently had to s i t  and l is ten  to a student complain 
about the grade I was going to give her. She had fa iled  to 
turn in several assignments, had poor marks in her quizzes, 
and had fa iled  to complete a take-home tes t .  Her marks 
were not the most "sweet." Having to re la te  to problem 
students is a real t r i a l  for me, and requires a great deal 
of God's grace to handle.
Job security was tied with Factors in personal l i f e  and both 
were cited as a dissatisfying factor nineteen times, 5 percent of the 
total incidents for each.
Incidents re la ting  to job security included:
The fact that a fte r  16 years of service, I was released 
from the s ta f f  caused me to feel very bad about the fact  
that I was not able to be in a system where tenure was 
ava ilab le .
Recant facu lty  meetings paint a gloomy picture (more 
teachers being cut, e tc . ) .
. . . many professors are fearfu l of the ir  jobs. This 
has created a most unpleasant situation for me as a new 
college teacher.
Incidents re la ting  to factors in personal l i f e  included:
My second complaint is that I recently married a man 
with two boys. We are to ta l ly  responsible for the ir  finan­
c ia l support and yet the school w i l l  not allow me to claim 
one of the benefits and receive help for academy tu it io n .
Seventh ranking as a d is s a t is f ie r  was D iscip line , reported 
sixteen times; th is  included the following incidents:
We maintain we have something special because of our 
message, but we don't act i t .  Movie-going is disturbing 
some of our students.
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Asking the students to not wear jewelry and then dismissing 
them without a warning! "Bearing down" on movies e tc . ,  and 
not bringing out the positive or working on the real problems-- 
drugs, alcohol, immorality.
Achievement ranked eighth as a d is s a t is f ie r ,  th is  factor was 
referred to fourteen times and included the following incidents:
Shrinking enrollments have caused us to cut back in our 
offerings and impair the quality  of our program.
You wonder how you have achieved when a student informs 
you that he intends to attend a public university because i t  
costs so much less, and he can learn just as much. You cannot 
help but think that you have not presented the subject any 
d if fe re n t ly  to the presentation in a public univers ity . I f  
we are d if fe re n t ,  then i t  should show in our teaching.
Recognition ranked next as a d is s a t is f ie r  with thirteen  
incidents including:
I t  is somewhat disturbing for me not being recognized 
by the president. I rea l ly  don't care to be singled out and 
praised, but when there are only three people in the depart­
ment and the president commends the other two publicly in 
your presence i t  hurts to be le f t  out.
Not being recognized for excellence, a main complaint 
of mine. I get discouraged for putting out the c re a t iv i ty ,  
preparation, e tc . ,  without recognition.
I put in hours to prepare for a very short--but f i r s t - -  
address to a local but large nursing symposium. A few 
teachers were there but have never mentioned i t ,  although 
I f e l t  i t  went exceptionally well.
Interpersonal relations--department chairman was tied with 
Work i t s e l f  for tenth and eleventh ranking and was a factor in 
each case twelve times. Incidents re la ting  to interpersonal 
relations--department chairman included:
I have been teaching more than a fu l l  load of classes 
and most of them were lab classes, making i t  impossible for 
me to have f u l l  o ffice  hours. I then received a le t te r  from 
my department chairman expressing his d issatisfaction with
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the time that I was spending in my o f f ic e .  I would have much 
more appreciated him coming in and ta lk ing  to me and solving 
the problems before a le t te r  needed to be written.
I have been called down because I do not have exactly the 
same attitude  towards the church as my chairman.
Incidents re la ting  to work i t s e l f  included:
I t  is very disconcerting to have to work out programs 
to meet the requirements of the state and coordinate i t  a l l  
with my college's program. The requirements a ll  add up to 
more than eight semesters, yet we have to f i t  a ll  the extra  
things for state c e r t i f ic a t io n  and denominational require­
ments into four years. A big problem fo r  me.
The dissappointment of having to teach such a d ivers ity
of courses so frequently which makes i t  hard to become
pro fic ien t in any one or two areas.
Salary ranked twelfth as a d is s a t is f ie r  and accounted for
eleven of the to ta l incidents described. Some typical incidents 
were:
Recent job offers for two or three times my present salary.
The General Conference decision to freeze salaries in 
1983. When SDA teacher salaries are already well below 
those in public universities; this freeze is most d i f f i c u l t  
to understand.
Recent contract states salary 90%; i f  Summer module or 
other responsib ilit ies  are assigned we w il l  be paid in 
"lump sums"; meaning tax withheld w i l l  be greater; meaning 
salary continues to go down while cost of liv ing (and 
salaries outside of denomination) go up.
Thirteenth ranking as a d is s a t is f ie r  was Commitment to Service, 
ten incidents were recorded including:
Lack of sp ir itua l commitment on the part of many students 
or perhaps a lack of commitment to tra d it io n a l Adventist 
b e lie fs  such as Sabbath observance, l i fe - t im e  marriage vows, 
e tc .
A student came to college not the least interested in 
C h ris t ia n ity .  Giving this student special attention, fr iend­
ship, encouragement, and watching him grow, I became confident
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I was making headway. Later in the year he went home and 
never came back--he went back to his old ways and la ter  
was apprehended by the police.
Advancement was tied with Extra-curricular a c t iv it ie s  and was 
a factor in each case four times. An incident re lating  to advancement 
as a d is s a t is f ie r  was:
I have been demoted from department chairman to fu ll - t im e  
teaching though I continue to carry many administrative  
duties in what used to be our department before f ive  depart­
ments were merged into a division.
The following incident i l lu s tra te s  feelings of d issatisfaction  
in the area of extra-curr icu lar a c t iv it ie s :
Busy four out of four weekends in February. Typical of 
weekend commitments.
Sixteenth, seventeenth, and eighteenth position fe l l  into a 
t ie  between Interpersonal re la tions—deans, associate deans, assistant 
deans; Status; and Possib ility  for growth. Each reported two in c i ­
dents of d issatisfaction with the ir  positions as teachers at an 
Adventist college. A dissatisfying incident re la t iv e  to interpersonal 
relations--deans, associate deans, assistant deans was:
Personality c o n fl ic t  between the Dean and myself.
An incident involving status as a d is s a t is f ie r  was:
I feel that there is too much competition for degrees 
and t i t l e s .  Recently I have heard facu lty  on campus 
discussing th is  issue and I feel i t  may be unhealthy in 
some cases. There is a super-sensitivity about status.
Dissatisfaction in the area of p o s s ib il i ty  for growth may be 
i l lu s tra te d  by means of the following incident:
Lack of opportunity and incentive for professional growth, 
research, and the l ik e .  The .College had offered me $1,000 
for an entire  year's graduate work to f in ish  a degree I'm 
half  done with. This is obviously not enough to encourage 
me to continue. . . .
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Responsibility and Supervision--technica1 tied  for nineteenth 
and twentieth positions on the l i s t  of d issa t is f ie rs .  These factors 
were not mentioned.
A Comparison of the Categories for S a tis f ie rs  
and D issatis fiers  as Evidenced in'
Reported C r i t ic a l  Incidents
Table 7 shows the twenty categories id en tif ied  as satis fiers  
compared with d issatis fiers  by rank order, frequency, and percentages. 
Only two factors stood out as major satis fie rs  and accounted for  
50 percent of the positive incidents that were reported. Four 
factors made up an additional 33 percent. Thus the f i r s t  six cate­
gories id en t if ie d  as satis fiers  made up a to ta l of 83 percent of all 
satisfying incidents, none of the remaining fourteen factors  
accounted for more than 3 percent each.
Two factors stood out as major d issa t is fie rs  and accounted 
for 47 percent of the negative incidents that were reported. Six 
factors made up an additional 33 percent. Thus the f i r s t  eight 
categories id en tif ied  as d is sa t is f ie rs  made up a to ta l of 80 percent 
of a ll  d issatisfy ing incidents, none of the remaining twelve factors 
accounted fo r more than 3 percent each.
In the comparison of the top six rank order positions three 
factors appear both as sa t is f ie rs  and as d is s a t is f ie rs .  Interpersonal 
relations--students appears th ird  as a s a t is f ie r  and fourth as a 
d is s a t is f ie r ;  Interpersonal relations--peers and s ta f f  is f i f t h  as a 
sa t is f ie r  and second as a d is s a t is f ie r ;  System/college policy and 
administration is sixth as a s a t is f ie r  and f i r s t  as a d is s a t is f ie r .
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TABLE 7
A COMPARISON OF RANK ORDER, FREQUENCY, AND PERCENTAGES OF THE 
MAJOR CATEGORIES FOR SATISFIERS AND DISSATISFIERS 
(Based on C rit ica l Incidents and Twenty Major Categories)
Rank Satisfiers (N - 467) Rank Dissatisfiers (N = 373)
Order Frequency Percentage Order Frequency Percentage
1 122 26 Achievement 8 14 4
2 113 24 Recogni tion 9 13 3
3 65 14 Interpersonal re la tions --  students 4 23 6
4 48 10 Commitment to service 13 10 3
5 25 5 Interpersonal relations--peers  and sta ff 2 76 20
6 18 4 System/college policy and admini stration 1 102 27
7 13 3 Possibility  for growth 17 2 1
8 12 3 Work i ts e l f 10.5 12 3
10 8 2 Working conditions 3 32 9
10 8 2 Interpersonal re la tions--  department chairman 10.5 12 3
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TABLE 7 --C o n tin u e d
Rank Satlsfiers (N = 467) Rank Dissatisfiers (N = 373)
Order Frequency Percentage Order Frequency Percentage
10 8 2 Factors in personal l i f e 5.5 19 5
12 6 l Interpersonal relations--deans, associate deans, assistant deans 17 2 1
13.5 5 1 Advancement 14.5 4 1
13.5 5 1 Extra-curricular ac t iv it ies 14.5 4 1
15 4 1 Responsibi1i ty 19.5 0 0
17 2 0 Status 17 2 1
17 2 0 Job security 5.5 19 5
17 2 0 Salary 12 11 3
19 1 0 Discipline 7 16 4
20 0 0 Supervi si on--technical 19.5 0 0
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I t  is interesting to note that when considering percentages, 
the two most frequently reported sa t is f ie rs ,  Achievement and 
Recognition account for 50 percent of a l l  satisfying incidents, 
whereas these same two categories account for only 7 percent of the 
to ta l d issatisfying incidents. When considering the l i s t  of 
d issa tis f ie rs  the two most frequently reported d is s a t is f ie rs ,  System/ 
college policy and administration and Interpersonal relations--peers  
and s t a f f , account for 47 percent of a l l  dissatisfying incidents, 
whereas these same two categories account for 9 percent of the total 
satisfying incidents. There were no incidents reported that related  
to the category Supervision--technical, this factor appears last on 
both the l i s t  of sa t is f ie rs  as well as the l i s t  of d is s a t is f ie rs .
Incidents Reported as Satis fiers  or D issa tis f ie rs  
as Percentages of Total Incidents 
Reported by Subgroups
C r it ic a l  incidents reported revealed that respondents 
experienced 467 good feelings as opposed to 373 bad feelings as 
teachers at Adventist colleges. Table 8 gives the breakdown of the 
number of respondents; the number of satisfying incidents; and the 
number of dissatisfying incidents for selected subgroups. Table 9 
goes one step further in that i t  converts the to ta l satisfying and 
dissatisfy ing incidents into averages based on the number of 
respondents in each subgroup.
The largest average number of satisfying incidents (2.62) was 
reported by those who taught in the re lig ion , theology, and b ib lica l  
languages area; the largest average number of d issatisfy ing incidents 
(1.92) were reported by those who taught in the areas of business
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administration, o ffice  administration, and secretarial science.
On an average, more satisfying incidents were reported by 
associate professors (2 .24); those holding masters degrees (1 .88);  
those aged th ir ty - fo u r  to forty-two years (1.88) and fo rty -th ree  to 
f i f ty -o n e  years (1.88) and f i f ty -tw o  years or more (1 .8 5 ) ,  those having 
less than four years of college/university  teaching experience (1 .84);  
those who received at least 50 percent of th e ir  post-secondary 
education at Adventist institu tions (1 .89 );  and those who have been 
members of the Seventh-day Adventist church for at least th i r ty  years 
(1 .89 ).
On an average, more dissatisfy ing incidents were reported by 
assistant professors (1.54) and associate professors (1 .5 3 );  those 
holding masters degrees (1 .57); those aged th ir ty - fo u r  to forty-two  
years (1 .76 );  those having four to six years of co llege/university  
teaching experience (1 .51); those who have received at least 50 
percent of the ir  post-secondary education at Adventist institu tions  
(1 .47);  and those who have been members of the Seventh-day Adventist 
church for more than twenty years but not more than th i r ty  years 
(1 .58 ).
The motivators or sa t is f ie rs  reported as being relevant to 
teachers at Adventist colleges are further analyzed by subgroups as 
presented in table 10. The percentage of to ta l favorable incidents 
fa l l in g  within each category, such as recognition, achievement, e tc . ,  
are l is ted  by subgroups: teaching area, academic rank, academic 
degree, etc.
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TABLE 8
NUMBER OF RESPONDENTS AND INCIDENTS 
REPORTED BY SUBGROUPS
Number of 
Respondents
Number of 
Incidents
Sat. Dis. Tota 1
Teaching Area
English, Modern Languages, 
Communication, Library Science 33 69 52 121
Biology, Chemistry, Physics 36 57 43 100
Business Administration, Office  
Administration, Secretarial Science 24 41 46 87
Social Sciences, Education 41 89 65 154
Industria l Education, Agriculture,  
Technology, Home Economics 17 29 25 54
Mathematics, Computer Science 16 21 14 35
Music, Fine Arts 27 37 31 68
Nursing, Health, Physical Education 49 69 61 130
Religion, Theology, B ib lica l  
Languages 21 55 36 91
Academic Rank 
Instructor 35 52 39 91
Assistant Professor 79 147 122 269
Associate Professor 55 123 84 207
Professor 95 145 128 273
Academic Degree 
Bachelors 23 39 28 67
Masters 109 205 171 376
Doctorate 128 220 170 390
No response 4 - - 7
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TABLE 8--Continued
Number of 
Respondents
Number of 
Incidents
Sat. Dis. Tota i
Age
Under 34 years 56 78 61 139
34 - 42 years 67 126 118 244
4 3 - 5 1  years 69 130 100 230
52+ years 72 133 94 227
Teaching Experience College/University
Under 4 years 49 90 56 146
4 - 6  years 45 76 68 144
7+ years 170 301 249 550
Post-secondary Education at 
Adventist Institu tions
At least 50 percent 172 325 253 578
Less than 50 percent 92 142 120 262
Member of Adventist Church
0 - 1 0  years 10 17 11 28
1 1 - 2 0  years 41 57 52 109
2 1 - 3 0  years 66 115 104 219
20+ years 147 278 206 484
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TABLE 9
AVERAGE NUMBER OF SATISFYING AND DISSATISFYING 
INCIDENTS REPORTED BY RESPONDENTS 
IN EACH SUBGROUP
Mi imKa** Average Number of
r Incidents Reported R espondent
Teaching Area
English, Modern Languages,
Communication, Library Science 33
Biology, Chemistry, Physics 36
Business Administration, Office 
Administration, Secretarial Science 24
Social Science, Education 41
Industria l Education, Agriculture, 
Technology, Home Economics 17
Mathematics, Computer Science 16
Music, Fine Arts 27
Nursing, Health, Physical Education 49
Religion, Theology, B iblical
Languages 21
Academic Rank
Instructor 35
Assistant Professor 79
Associate Professor 55
Professor 95
Academic Degree
Bachelors 23
Masters 109
Doctorate 128
2.09
1.58
1.71 
2.17
1.71 
1.31 
1.37 
1.41
2.62
1.49
1.86
2.24
1.53
1.70
1.88
1.72
1.58 
1.19
1.92
1.59
1.47
0.88
1.15
1.24
1.71
1.11
1.54
1.53
1.35
1 .22
1.57
1.33
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TABLE 9— Continued
Number of 
Respondents
Average Number of 
Incidents Reported
Sat. Dis.
Age
Under 34 years 56 1.39 1.09
34 -  42 years 67 1.88 1.76
4 3 - 5 1  years 69 1.88 1.45
52+ years 72 1.85 1.31
Teaching Experience College/University
Under 4 years 49 1.84 1.14
4 - 6  years 45 .' 69 1.51
7+ years 170 1.77 1.46
Post-secondary Education at 
Adventist In s t itu t io n
At least 50 percent 172 1.89 1.47
Less than 50 percent 92 1.54 1.30
Member of Adventist Church
0 - 1 0  years 10 1.70 1.10
1 1 - 2 0  years 41 1.39 1.27
2 1 - 3 0  years 66 1.74 1.58
30+ years 147 1.89 1.40
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mTotal incidents reported by the subgroups show a wide var ia ­
tion ranging from a high of 325, for those who received at least 
50 percent of th e ir  post-secondary school education from Adventist 
colleges or univers it ies , to a low of seventeen, for teachers who have 
been members of the Seventh-day Adventist church for ten years or 
less. Fourteen of the twenty categories l is ted  show 10 percent or 
less satisfying incidents for a l l  subgroups.
Care must be taken in interpreting table 10. A specific  
example of in terpreting table 10 would be: 17 percent of the s ix ty -  
nine satisfying incidents reported by those who teach in the area of 
English, modern languages, communication or l ib rary  science were in 
the category of recognition, while 19 percent of the f if ty -seven  
satisfying incidents reported by those who teach in the area of 
biology, chemistry or physics were in the category of recognition.
Table 10 c learly  reveals that Achievement and Recognition 
ranked f i r s t  or second for each subgroup, with two exceptions: those 
teaching in the area of English, modern languages, communication or 
l ib ra ry  science reported 19 percent of the ir  satisfying incidents in 
the category of Interpersonal relations--students and only 17 percent 
in the category of Recognition; those teachers who have been members 
of the Seventh-day Adventist church for ten years or less recorded 
the majority of th e ir  satisfying incidents in the category Commitment 
to service, 29 percent of seventeen incidents.
In table 11, dissatisfying incidents for each subgroup are 
shown as percentages for each of the twenty categories. Total 
incidents reported by the subgroups show a variation ranging from a
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TABLE 10
INCIDENTS REPORTED AS SATISFIERS AS A PERCENTAGE OF TOTAL SATISFYING INCIDENTS 
REPORTED BY SELECTED SUBGROUPS
No
. 
of 
In
ci
de
nt
s
R
ec
og
ni
tio
n 
*
Ac
hi
ev
em
en
t 
X
.c
i
VI1/1o
a. Ad
va
nc
em
en
t 
5
Sa
la
ry
 
I
R
el
. 
C
ha
ir.
 
'
R
el
. 
De
an
s 
* X
o3
</>
(U
cc R
el
. 
Pe
er
s 
I
S
up
er
vi
si
on
 
I
R
es
po
ns
ib
ili
ty
 
X
S
ys
/C
ol
l. 
Po
l. 
X
Wo
rk 
Co
nd
. 
X
Wo
rk 
Its
el
f 
X M
01
_l
<AUV
a. St
at
us
 
X
Jo
b 
Se
cu
rit
y 
X
D
is
ci
pl
in
e 
X
c
I
ioo E
xt
ra
-C
ur
ri.
 X
Teaching Area
Eng., Hod. Lang. Conn., L ib . Sc. 69 17 26 0 0 1 3 3 19 7 0 0 1 0 4 3 0 0 0 7 6
Bio logy, Chem., Physics 57 19 32 2 2 0 4 4 18 5 0 0 5 4 0 0 0 2 0 5 0
Bus. Ad., O ff. Ad., Sec. Sc. 41 37 27 2 0 2 2 0 12 5 0 0 5 2 0 0 0 0 0 5 0
Social Sc., Education 89 30 22 7 I 0 1 0 11 6 0 4 4 0 4 0 2 0 0 6 0
Ind. Ed., Agr1., Tech., Home Ec. 29 24 31 7 0 0 0 0 10 0 0 0 7 0 3 0 0 0 0 17 0
H ath., Computer Sc. 21 24 29 0 0 0 0 5 19 5 0 0 0 0 0 0 0 5 14 0
Huslc, Fine Arts 37 16 32 3 0 0 0 3 8 11 0 0 8 3 8 0 0 0 6 0
Nursing, Health, Phy, Ed. 69 30 23 1 0 0 0 0 12 1 0 0 3 4 3 1 0 0 0 20 0
R e lig ion , Theol.,B1b. Lang. 55 16 20 2 5 0 4 0 16 7 0 0 2 2 4 4 0 2 0 15 2
Academic Rank
In s tru c to r 52 25 19 6 4 0 0 2 12 4 0 4 6 0 4 2 0 0 0 13 0
Assistan t Professor 147 26 22 3 1 t 3 2 16 5 0 0 4 3 1 0 0 0 10 2
Associate Professor 123 21 30 3 1 1 2 0 15 3 0 0 2 0 4 2 2 0 0 11 2
Professor 145 25 29 1 1 0 1 1 10 6 0 1 4 3 3 1 0 1 1 9 0
Academic Oegree
Bachelors 39 26 28 3 3 0 3 3 13 0 0 0 5 0 5 0 0 0 0 13 0
Hasters 205 29 22 4 0 0 1 1 16 4 0 1 4 1 2 1 0 0 11 1
Doctorate 220 20 30 2 1 0 2 1 12 7 0 1 3 2 4 2 0 1 0 10 1
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Post-secondary Education
>50  percent at Adventist C o ll. 325 23 23 3 1 1 2 1 16 6 0 0 5 2 2 2 1 1 0 11 1
<50  percent at Adventist C o ll. 142 27 34 2 1 0 1 3 8 4 0 2 2 1 4 2 0 0 0 9 1
Age
Under 34 years 78 27 26 4 3 0 0 1 17 5 0 3 3 0 0 1 0 0 0 10 1
34 - 42 years 126 20 30 2 2 1 4 2 13 4 0 0 6 2 2 2 0 0 1 6 1
4 3 - 5 1  years 130 28 19 4 0 1 2 1 12 7 0 0 4 1 4 2 0 1 0 14 2
52* years 133 23 29 2 0 0 1 I 15 5 0 2 2 4 3 I 2 1 0 9 1
College Teaching Experience 
0 - 3  years 90 21 21 3 3 i 2 3 12 3 0 2 4 0 4 1 0 0 0 12 4
4 - 6  years 76 33 26 1 1 0 1 0 13 5 0 0 3 4 0 1 0 0 0 11 0
7♦ years 301 23 26 3 0 0 2 1 15 6 0 1 4 2 3 2 1 1 0 10 0
Church Member—years
0 - 1 0  years 17 12 18 6 0 0 0 6 12 6 0 0 0 0 0 12 0 0 0 29 0
1 1 - 2 0  years 57 30 21 5 4 0 2 0 18 2 0 4 4 0 0 0 0 0 0 11 2
2 1 - 3 0  years 115 29 29 1 3 1 3 3 8 8 0 0 3 2 3 2 0 0 0 7 1
30r years 278 22 27 3 0 0 1 1 16 5 0 1 4 2 3 1 1 1 0 10 1
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high of 253 for those who received at least 50 percent of their  
post-secondary-school education from Adventist colleges or universi­
t ies ,  to a low of eleven fo r  those who have been members of the 
Seventh-day Adventist church for ten years or less. Ten of the twenty 
categories listed  show 10 percent or less d issatisfy ing incidents.
A specific example of interpreting table 11 would be:
8 percent of the f i f ty - tw o  dissatisfying incidents reported by those 
who teach in the area of English, modern languages, communication or 
l ib rary  science were in the category of recognition, while 0 percent 
of the forty -three  d issatisfy ing incidents reported by those who teach 
in the area of biology, chemistry or physics were in the category of 
recognition.
Table 11 reveals that System/College policy and administration 
and Interpersonal re la t io n s — peers and s ta ff  ranked f i r s t  or second 
for each subgroup, with two exceptions: those teachers holding only 
a bachelors degree reported 14 percent of th e ir  d issatisfy ing  
incidents in the category of Recognition; 11 percent in the category 
of Interpersonal re la t ions— students; and only 7 percent in the 
category of System/College policy and administration; those teachers 
who have been members of the Seventh-day Adventist church for ten 
years or less recorded 18 percent of their  eleven dissatisfying  
incidents in the category of Recognition and only 9 percent in the 
category Interpersonal re!ations--peers and s ta f f .
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TABLE 11
INCIDENTS REPORTEO AS DISSATISFIERS AS A PERCENTAGE OF TOTAL DISSATISFYING INCIDENTS
REPORTED BY SELECTED SUBGROUPS
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Teaching Area
Eng., Mod. Lang. Comm., L ib . Sc. 52 6 2 0 4 2 2 2 4 19 0 0 35 10 2 2 0 ' 4 6 0 0
B io logy, Chent., Physics 43 0 5 0 0 2 0 0 7 26 0 0 26 19 0 2 0 9 2 2 0
Bus. Ad., O ff. Ad., Sec. Sc. 46 4 13 0 0 7 4 2 2 13 0 0 20 9 2 11 2 4 4 2 0
Social Sc., Education 65 5 0 0 0 2 6 0 6 25 0 0 31 6 0 6 0 6 3 0 2
Ind. Ed., A g r lc ., Tech., Home Ec. 25 0 12 0 0 4 6 0 4 36 0 0 16 6 4 0 0 0 4 4 0
Math., Computer Science 14 7 0 7 0 0 7 0 14 14 0 0 36 0 14 0 0 0 0 0 0
Music, Fine A rts 31 0 0 0 3 3 3 0 3 19 0 0 35 0 6 3 0 19 0 0 3
Nursing, Health, Phys, Ed. 61 5 0 2 2 5 2 0 10 16 0 0 26 6 3 6 0 0 5 6 3
R e lig ion , Theol., B1b. Lang. 36 0 6 0 0 0 0 0 6 17 0 0 22 14 8 3 3 3 11 8 0
Academic Rank
In s tru c to r 39 10 3 3 0 3 3 3 6 15 0 0 16 6 3 . 8 0 3 3 10 3
A ssis tan t Professor 122 3 4 0 2 7 2 0 11 16 0 0 23 7 2 7 1 7 4 2 2
Associate Professor 64 1 5 1 0 1 5 0 2 23 0 0 32 10 5 4 1 1 6 1 0
Professor 126 3 3 0 2 1 3 1 3 25 0 0 31 9 4 3 0 7 2 2 0
Academic Degree
Bachelors 26 14 7 0 0 4 4 4 11 18 0 0 7 7 0 7 0 4 4 7 4
Masters 171 3 5 1 1 5 4 0 6 16 0 0 27 6 3 6 1 4 5 3 2
Doctorate 170 2 2 0 1 1 2 1 5 25 0 0 31 9 4 4 1 7 4 2 0
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Post-secondary Education
5^50 percent a t Adventist C o ll. 253 4 5 1 2 4 2 0 7 19 0 0 25 10 3 5 1 4 5 3
< 5 0  percent a t Adventist C o ll. 120 3 2 0 0 2 6 I 5 24 0 0 33 5 3 5 0 7 3 2
Age
Under 34 years 61 7 2 2 2 3 2 2 13 21 0 0 25 7 3 3 0 2 3 3
34 - 42 years IIS 2 5 1 0 4 4 0 6 17 0 0 31 6 4 6 1 8 3 1
43 - 51 years too 6 1 0 2 3 2 0 2 26 0 0 27 8 0 7 0 6 6 2
52* years 94 1 6 0 1 I 4 1 6 16 0 0 26 12 5 3 1 3 5 5
College Teaching Experience
0 - 3  years 56 7 2 0 2 4 2 2 14 14 0 0 21 7 0 9 2 4 4 5
4 - 5  years 66 3 3 0 0 6 1 0 6 16 0 0 32 10 1 4 0 6 6 1
7* years 249 3 4 I 1 2 4 0 4 22 0 0 27 8 4 4 0 5 4 2
Church Member--years
0 - 1 0  years 11 16 0 0 0 0 9 9 0 9 0 0 27 0 9 9 0 0 0 9
11 - 20 years 52 2 2 2 2 2 0 0 10 27 0 0 31 6 0 4 0 6 2 0
2 1 - 3 0  years 104 2 3 0 0 7 5 0 6 18 0 0 27 5 4 6 1 7 4 3
30* years 206 4 5 0 1 1 3 0 5 20 0 0 27 11 3 4 0 4 5 3
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S a tis f ie rs  as Evidenced in Answers to 
Forced-Choice-Structured Questions
Section two of the questionnaire (appendix D) contained 
twenty questions requiring the respondents to indicate the ir  level of 
satisfaction or d issatis faction  with each of twenty factors as they 
related to the ir  functioning as teachers at an Adventist college.
These twenty forced-choice-structured questions were formulated to 
provide the respondents the opportunity to re la te  to each of the same 
twenty categories used in coding the c r i t ic a l  incidents. Those 
factors which were chosen as "highly satisfied" are categorized and 
ranked in table 12. At th is  stage, only "highly satisfied" responses 
were considered in order to make comparisons against reported c r i t ic a l  
incidents that made respondents feel "exceptionally" good about teaching 
at an Adventist college (see table 15).
Of a ll  the highly satisfied responses, no one category 
accounted for more than 10 percent. Of a l l  the categories featured, 
the category that ranked f i r s t  was Interpersonal relations--students  
with 162 responses or 10 percent of the to ta l;  the category that 
ranked last was System/college policy and administration with th i r ty -  
one responses or 2 percent of the t o t a l . The percentages ranged from 
a high of 10 percent to a low of 2 percent.
D issa tis f ie rs  as Evidenced in Answers to 
Forced-Choice-Structured Questio'n?
Those factors which were chosen as "highly d issatisfied" are 
categorized and ranked in table 13. Only "highly dissatisfied"  
responses were considered in order to make comparisons against 
reported c r i t ic a l  incidents that made respondents feel "exceptionally"
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TABLE 12
A COMPARISON OF RANK ORDER, FREQUENCY, AND 
PERCENTAGES OF HIGHLY SATISFIED FACTORS 
(Based on Forced-choice-structured Questions 
and Twenty Major Categories)
Rank
Order
Highly Satisfied Category 
(N = 1,680) Frequency
Per­
centage
1 Interpersonal re la t io n s— students 162 10
2 Interpersonal re la tions— department 
chairman 133 8
3 Work i t s e l f 132 8
4 Interpersonal re la t ions— peers and 
s ta f f 124 7
5.5 Responsibi1i ty 107 6
5.5 Factors in personal l i f e 107 6
7 Interpersonal re la tions— deans, 
associate deans, assistant deans 96 6
8.5 Commitment to service 94 6
8.5 Status 94 6
10 Advancement 84 5
11 Job security 78 5
12 Supervision--technical 76 5
13 Working conditions 64 4
14 P o ss ib il ity  for growth 62 4
15 Recognition 57 3
16 Extra-curricular a c t iv i t ie s 55 3
17 Achievement 49 3
18 D i sc ip 1ine 43 3
19 Salary 32 2
20 System/college policy and 
administration 31 2
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TABLE 13
A COMPARISON OF RANK ORDER, FREQUENCY, AND PERCENTAGE 
OF HIGHLY DISSATISFIED FACTORS 
(Based on Forced-choice-structured Questions 
and Twenty Major Categories)
Rank
Order
Highly D issatis fied  Category 
(N = 218) Frequency
Per­
centage
1 System/college policy and 
administration
34 16
2 Salary 32 15
3 Job security 26 12
4 Possib ility  fo r  growth 19 9
5 S uperv i s i on— technical 15 7
6 Interpersonal re la t io n s—deans, 
associate deans, assistant deans 14 6
8 Interpersonal re la t io n s—department 
chairman 12 6
8 Recognition 12 6
8 Working conditions 12 6
10.5 Advancement 7 3
10.5 Di scipline 7 3
12 Responsibi1i t y 0 3
14 Factors in personal l i f e 5 2
14 Commitment to service 5 2
14 Extra-curricular a c t iv it ie s 5 2
16 Interpersonal re la t io n s—peers and 
s ta ff 3 1
17 Achievement 2 1
18.5 Status I 0
18.5 Work i ts e l f I 0
20 Interpersonal re la tions— students 0 0
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bad about teaching at an Adventist college (see table 16). Of the 
218 highly d issatis fied  responses, no one category accounted for more 
than 16 percent. The only category not represented at a l l  was 
Interpersonal re lations--students. The category that ranked f i r s t  was 
System/college policy and administration with th ir ty - fo u r  responses 
or 16 percent of the to ta l .
A Comparison of the Categories for Highly 
Satisfied and Highly D issatisfied as 
Evidenced in Answers to Forced- 
Choice-Structured Questions
Table 14 shows the twenty categories id en tif ied  as highly 
satisfied  compared with those identif ied  as highly d issatis fied  by 
rank order, frequency, and percentage. No one factor stood out as a 
major s a t is f ie r ,  the highest ranked category accounting for 10 percent 
of the to ta l .  Three factors accounted for 43 percent of the d issatis­
f ie rs .  None of the top six sa tis f ie rs  appeared in the top six rank 
order positions of d issa t is fie rs .
When considering percentages, the three most frequently  
reported s a t is f ie rs ,  Interpersonal re lations--students , Interpersonal 
relations--department chairman, and Work i t s e l f  account for 26 percent 
of a l l  s a t is f ie rs ,  whereas these same three factors account for only 
6 percent of the tota l d issa t is f ie rs .  In the l i s t  of d issa t is fie rs ,  
the three most frequently reported factors, System/college policy and 
administration, Salary, and Job security, account for 43 percent of 
all d is s a t is f ie rs ,  whereas these same three factors account for  
9 percent of the total sa t is f ie rs .
I t  is noteworthy that the highest ranking s a t is f ie r ,
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TABLE 14
A COMPARISON OF RANK ORDER, FREQUENCY, AND PERCENTAGES OF THE MAJOR 
CATEGORIES FOR HIGHLY SATISFIED AND HIGHLY DISSATISFIED FACTORS 
(Based on Forced-Choice-Structured Questions and Twenty Major Categories)
Rank Satisfiers (N = 1,680) Rank Dissatisfiers (N = 218)
Order Frequency Percentage Order Frequency Percentage
1 162 10 Interpersonal re la tions --  students 20 0 0
2 133 8 Interpersonal re la tions --  department chairman 8 12 6
3 132 8 Work i ts e lf 18.5 1 0
4 124 7 Interpersonal relations--peers  and sta ff 16 3 1
5.5 107 6 Responsibi1ity 12 6 3
5.5 107 6 Factors in personal l i f e 14 5 2
7 96 6 Interpersonal relations--deans associate deans, assistant deans 6 14 6
8.5 94 6 Commitment to service 14 5 2
8.5 94 6 Status 18.5 1 0
10 84 5 Advancement 10.5 7 3
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TABLE 1 4 --C o n tin u e d
Rank Satisfiers (N - 1,680) Rank Dissatisfiers (N = 218)
Order Frequency Percentage Order Frequency Percentage
11 78 5 Job security 3 26 12
12 76 5 Supervision--technical 5 15 7
13 64 4 Working conditions 8 12 6
14 62 4 Possibility  for growth 4 19 9
15 57 3 Recognition 8 12 6
16 55 3 Extra-curricular a c t iv it ies 14 5 2
17 49 3 Achievement 17 2 1
18 43 3 Discipline 10.5 7 3
19 32 2 Sa lary 2 32 15
20 31 2 System/college policy and administration 1 34 16
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Interpersonal re lations--students , received 162 responses as a 
s a t is f ie r  but zero responses as a d is s a t is f ie r .
A Comparison of the Categories of Satis fiers  
Based on C rit ica l Incidents and Highly 
Satis f ied  Responses Based on Forced- 
Choice-Structured Questions
Table 15 shows that the ranking of s a t is f ie rs  based on 
reported c r i t ic a l  incidents d iffers  quite substantially from the 
ranking of factors indicated by answers to forced-choice-structured  
questions as being highly satisfied (Spearman’ s rank-order correlation  
of r s = .1524, d . f .  = 18, a = .05 confirms that there is no s ig n i f i ­
cant corre lation ). Particu larly  noteworthy is the fact that the two 
highest ranking s a t is f ie rs  based on reported c r i t ic a l  incidents, 
Achievement and Recognition, only rank seventeenth and f i f te e n th ,  
respectively, in the ranking of sa tis f ie rs  based on answers to 
forced-choice-structured questions. This may suggest that respondents 
actually experience more satisfaction in the areas of achievement ana 
recognition than they rea l ize .
In the comparison of the top six rank order positions, two 
factors appear as s a t is f ie rs  in both l is t in g s .  Interpersonal 
re lations— students is th ird  as a s a t is f ie r  based on reported c r i t ic a l  
incidents and f i r s t  as a sa t is f ie r  based on forced-choice-structured 
questions; Interpersonal relations--peers and s ta f f  is f i f t h  as a 
sa t is f ie r  based on reported c r i t ic a l  incidents and fourth as a
s a t is f ie r  based on forced-choice-structured questions.
Using a categorical scaling approach, which takes into account
the size of the in terva ls  between categories, i t  was found that there
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TABLE 15
RANK ORDER, FREQUENCY, AND PERCENTAGES OF SATISFIERS BASED ON CRITICAL 
INCIDENTS COMPARED WITH HIGHLY SATISFIED RESPONSES BASED ON 
FORCED-CHOICE-STRUCTURED QUESTIONS 
(Using Twenty Major Categories)
Rank
Order
C r it ica l Incidents Rank
Order
Forced-Choice-Structured
Clr=
Frequency
467)
Percentage
Satisfiers Category (N = 1,680) 
Frequency Percentage
1 122 26 Achievement 17 49 3
2 113 24 Recognition 15 57 3
3 65 14 Interpersonal re la tions--  students 1 . 162 10
4 48 10 Commitment to service 8.5 94 6
5 25 5 Interpersonal relations--peers  and s ta ff 4 124 7
6 16 4 Systein/college policy and administration 20 31 2
7 13 3 Possibility  for growth 14 62 4
e 12 3 Work i ts e lf 3 132 8
10 8 2 Working conditions 13 64 4
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TABLE 1 5 --C o n tin u e d
Rank
Order
Critica 1 Incidents Rank
Order
Forced-Choice-Structured
■' ( T  
Frequency
= 467)
Percentage
Satisfiers Category (N = 1,680) 
Frequency Percentage
10 8 2 Interpersonal re la tions --  department chairman 2 133 8
10 8 2 Factors in personal l i f e 5.5 107 6
12 6 1 Interpersonal relations--deans, associate deans, assistant deans 7 96 6
13.5 5 1 Advancement 10 84 5
13.5 5 1 Extra-curricular a c t iv it ie s 16 55 3
15 4 1 Responsibi 1 i ty 5.5 107 6
17 2 0 Status 8.5 94 6
17 2 0 Job security 11 78 5
17 2 0 Salary 19 32 2
19 1 0 Discipline 18 43 3
20 0 0 Supervision--tecbnical 12 76 5
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was no s ign ificant correlation between "highly satisfied" responses 
to the forced-choice-structured questions and reported c r i t ic a l  
incidents of "exceptionally" good feelings about teaching at Adventist 
colleges (Pearson's correlation coe ff ic ien t of r = .1984, and a = .05).
A Comparison of the Categories of Dissatisfiers  
Based on C rit ica l Incidents and Highly 
Dissatisfied Responses Based on 
Forced-Choice-Structured 
Questions
Table 16 shows that the ranking of d issa t is fie rs  based on 
c r i t ic a l  incidents d if fe rs  substantially from the ranking of factors  
indicated by answers to forced-choice-structured questions as highly 
dissatis fied  (Spearman's rank-order correlation of r s = .0171, 
d . f .  = 18, a = .05 confirms that there is no s ignificant corre la t ion ).  
The factor System/college policy and administration ranks f i r s t  
regardless of whether the c r i t ic a l  incident method or the forced- 
choice-structured question method is used. Only one other factor,
Job security, appears as a d is s a t is f ie r  in the top six rank order 
positions in both findings.
Using a categorical scaling approach, which takes into account 
the size of the intervals  between categories, i t  was found that there 
was no s ign ificant correlation between "highly dissatisfied"  
responses to the forced-choice-structured questions and reported 
c r i t ic a l  incidents of "exceptionally" bad feelings about teaching at 
Adventist colleges (Pearson's correlation coe ff ic ien t of r = .0418, 
and a = .05).
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TABLE 16
RANK ORDER, FREQUENCY, AND PERCENTAGES OF DISSATISFIERS BASED ON CRITICAL 
INCIDENTS COMPARED WITH HIGHLY DISSATISFIED RESPONSES BASED ON 
FORCED-CHOICE-STRUCTURED QUESTIONS 
(Using Twenty Major Categories)
Rank
Order
C r it ica l Incidents Rank
Order
Forced-Choice-Structured
(fr=
Frequency
373)
Percentage
Dissatisfiers Category (N = 218) 
Frequency Percentage
1 102 27 System/college policy and administration 1 34 16
2 76 20 Interpersonal relations--peers  and s ta ff 16 3 1
3 32 9 Working conditions 8 12 6
4 23 6 Interpersonal re la tions --  students 20 0 0
5.5 19 5 Job security 3 26 12
5.5 19 5 Factors in personal l i f e 14 5 2
7 16 4 Discipline 10.5 7 3
8 14 4 Achievement 17 2 1
9 13 3 Recognition 8 12 6
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TABLE 1 6 --C o n tin u e d
Rank
Order
Crit leal Incidents Rank
Order
Forced- Choice-Structured
(N = 373) 
Frequency Percentage
Dissatisfiers Category (N = 218) 
Frequency Percentage
10.5 12 3 Interpersonal re la tions --  department chairman 8 12 6
10.5 12 3 Work i ts e lf 18.5 1 0
12 11 3 Salary 2 32 15
13 10 3 Commitment to service 14 5 2
14.5 4 1 Advancement 10.5 7 3
14.5 4 1 Extra-curricular a c t iv it ie s 14 5 2
17 2 1 Interpersonal relations--deans. associate deans, assistant deans 6 14 6
17 2 1 Status 18.5 1 0
17 2 1 Possibility  for growth 4 19 9
19.5 0 0 Responsibi1ity 12 6 3
19.5 0 0 Supervision--technical 5 15 7
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Perceived Relationships of Responses to 
Forced-Choice-Structured Questions 
and Selected Subgroups
Chi squares were computed to determine the perceived 
relationship of each of the twenty factors included in the twenty 
forced-choice-structured questions of section two of the question­
naire and subgroups 1-5, 8, 11, 13, and 15 of section one of the 
questionnaire. For the purpose of calculating the chi squares, 
responses indicating highly satis fied  or moderately satis fied  were 
combined to read satisfied; highly d issatisfied and moderately 
dissatis fied  were combined to read dissatis fied; when the response 
was "not important to me," i t  was treated as no response. This 
c lass if ica tion  was necessary in order to obtain a minimum of six 
responses in each cell of the chi square tables.
Of the 180 chi squares calculated, twenty-four revealed 
significant relationships (tables 17 - 40). S ignificant relationships 
were found to exist between each of f i f te e n  of the twenty categories 
tested and the degree to which teachers f e l t  that th e ir  reasons for 
accepting an appointment as a teacher at an Adventist college were 
being f u l f i l l e d  or realized (question 15 of section 1 of the 
questionnaire). In each instance--as evidenced in the percentage 
columns of tables 17 - 31--those teachers who f e l t  f u l f i l l e d  were more 
satis fied  and less d issatis fied  than those teachers who did not feel 
f u l f i l l e d .  Those teachers who f e l t  f u l f i l l e d  were also more satisfied  
than d issatis fied  in each of these f i f te e n  categories, but i t  was 
found that those who did not feel f u l f i l l e d  were in fact more 
dissatis fied  than satisfied in f ive  areas, namely: Recognition
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(table 17, 53.33 percent d issa t is f ied );  Possib ility  for growth 
(table 19, 58.75 percent d issa t is f ied );  Salary (table 21, 70.45 
percent d is s a t is f ie d );  System/college policy and administration  
(table 26, 85.11 percent d issa t is f ied );  and Job security (tab le  29, 
61.70 percent d issa t is f ied ) .
Table 32 shows that the older the teacher is ,  the more 
satisfied he is with his Salary (teachers aged 34 to 51 were satisfied  
44.62 percent whereas those aged 52 and over were sa t is fied  79.69 
percent). S im ilar results are evident from table 33 where teachers 
with more teaching experience beyond the elementary-school level 
were more sa t is f ied  with salary (14 or more years experience, 
satisfied 62.04 percent) than those with less experience (less than 
7 years experience, 43.55 percent; 7 to 13 years experience, 
satisfied 49.28 percent).
According to table 34 those with seven or more years of 
college/university  teaching experience were a l i t t l e  more satisfied  
(87.58 percent) with Interpersonal relations--department chairman 
than those with less than seven years experience (75.82 percent).
This could indicate that teachers with more experience are better able 
to re la te  to th e ir  department chairmen who probably also have several 
years of experience.
With regard to Interpersonal re1ations--peers and s t a f f , table  
35 shows that the middle-aged group of teachers (aged 34 to 51) were 
slightly  more sa t is fied  (94.03 percent) than those younger (aged 
under 34, sa t is f ied  81.82 percent) and those older (aged 52 and over, 
satisfied 88.73 percent). I t  therefore appears that the middle-aged
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teacher may have a better working re lationship with his peers and 
other s ta f f  members.
Job security (table 36) is less of a problem with teachers who 
hold a doctorate degree (satis f ied  81.51 percent) than those with 
bachelor's or master's degrees (s a t is f ie d  69.84 percent).
Table 37 shows that the older teacher is more satis fied  with 
the Extra-curricular ac t iv it ies  that he must partic ipate in (aged 52 
and over, sa t is f ied  88.52 percent) than the younger group of teachers 
(aged 34 to 51, satis fied  84.03 percent; and under 34, satis fied  
68.00 percent). Either the older teacher enjoyes partic ipating in 
extra-curricu lar a c t iv it ie s  or, because of his age, he is not 
required to part ic ipa te  as much as his younger colleagues. Similar  
remarks apply to those holding doctorate degrees who, as shown in 
table 38, are more satisfied with ex tra -curr icu la r  a c t iv it ie s  
(satisfied  88.39 percent) as compared with those who hold bachelor's 
or master's degrees (satis f ied  75.44 percent). As might then be 
expected, tab le  39 confirms that associate professors or professors 
are also more satis fied  with the ir  extra -curr icu lar a c t iv it ie s  
(satisfied 87.50 percent) than instructors or assistant professors 
(satis fied  74.51 percent). Table 40 adds to this conclusion in that 
i t  shows that teachers with fourteen or more years of teaching 
experience are more satisfied with th e ir  partic ipation in extra ­
curricular a c t iv i t ie s  (satis fied  87.50 percent) than those with 
less experience (7 to 13 years, sa t is f ied  82.54 percent; less than 7 
years, sa t is f ied  69.49 percent).
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TABLE 17
SATISFACTION OR D ISSA TISFAC TIO N  WITH RECOGNITION
AS PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Responses Number Percentage
Combined Responses
Satisfied 184 76.35
Dissatisfied 57 23.65
Completely or Mostly F u lf i l le d
Satisfied 163 83.16
D issatisfied 33 16.84
Partly or Very L i t t l e  F u l f i l le d
Satisfied 21 46.67
Dissatisfied 24 53.33
A s ign ificant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X^ = 25.013, d . f .  = I ,  Prob. = .000, 
a = .05 ).
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TABLE 18
SATISFACTION OR DISSATISFACTION WITH ACHIEVEMENT
AS PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Responses Number Percentage
Combined Responses 
Satisfied 228 87.69
Dissatisfied 32 12.31
Completely or Mostly F u l f i l le d  
Satisfied 195 92.42
Dissatisfied 16 7.58
Partly  or Very L i t t le  F u l f i l le d  
Satisfied 33 67.35
Dissatisfied 16 32.65
A s ignificant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X  ^ = 20.892, d . f .  = 1, Prob. = .000, 
a = .05 ) .
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TABLE 19
SATISFACTION OR DISSATISFACTION WITH P O S S IB IL IT Y  FOR GROWTH
IN  CAREER AS PERCEIVED BY TEACHERS WITH
VARYING DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses
Satisfied 175 69.44
Dissatisfied 77 30.56
Completely or Mostly F u l f i l le d
Satisfied 160 78.43
Dissatisfied 44 21.57
Partly or Very L i t t l e  F u l f i l le d
Satisfied 15 31.25
Dissatisfied 33 68.75
A s ign ifican t relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X2 = 38.571, d . f .  = I ,  Prob. = .000, 
a = .05).
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TABLE 20
SATISFACTION OR D ISSA TISFAC TIO N  WITH ADVANCEMENT AS
PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses 
Satisfied 215 87.40
Dissatisfied 31 12.60
Completely or Mostly F u l f i l le d  
Satisfied 183 91.50
Dissatisfied 17 8.50
Partly or Very L i t t l e  F u l f i l le d  
Satisfied 32 69.57
Dissatisfied 14 30.43
A s ign ificant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X^ = 14.407, d . f .  = 1, Prob. = .000, 
a = .05 ).
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TABLE 21
SATISFACTION OR DISSATISFACTION WITH SALARY AS
PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses
Satisfied 129 53.53
Dissatisfied 112 46.47
Completely or Mostly F u l f i l le d
Satisfied 116 58.88
Dissatisfied 81 41.12
Partly  or Very L i t t le  F u l f i l le d
Satisfied 13 29.55
Dissatisfied 31 70.45
A significant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (Xz = 11.293, d . f .  = 1, Prob. = .001, 
a = .05 ) .
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TABLE 22
SATISFACTION OR DISSATISFACTION WITH INTERPERSONAL 
RELATIONS—DEANS, ASSOCIATE DEANS, AND ASSISTANT 
DEANS AS PERCEIVED BY TEACHERS WITH 
VARYING DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses
Satisfied 201 80.72
Dissatisfied 48 19.28
Completely or Mostly F u lf i l le d
Satisfied 173 86.50
Dissatisfied 27 13.50
Partly or Very L i t t le  F u l f i l le d
Satisfied 28 57.14
Dissatisfied 21 42.86
A s ignificant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (Xz = 19.952, d . f .  = 1, Prob. = .000, 
a = .05).
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TABLE 23
SATISFACTION OR DISSATISFACTION WITH INTERPERSONAL
RELATIONS— PEERS AND STAFF AS PERCEIVED BY
TEACHERS WITH VARYING DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses
Satisfied 232 89.92
Dissatisfied 26 10.08
Completely or Mostly F u l f i l le d
Satisfied 195 92.86
Dissatisfied 15 7.14
Partly  or Very L i t t le  F u l f i l le d
Satisfied 37 77.08
Dissatisfied 11 22.92
A significant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (Xz = 9.057, d . f .  = I ,  Prob. = .003, 
a = .05).
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TABLE 24
SATISFACTION OR D ISSA TISFA C TIO N  WITH SUPERVISION— TECHNICAL
AS PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses 
Satisfied 174 76.65
Dissatisfied 53 23.35
Completely or Mostly F u lf i l le d  
Satisfied 145 81.46
Dissatisfied 33 18.54
Partly or Very L i t t l e  F u lf i l le d  
Satisfied 29 59.18
Dissatisfied 20 40.82
A s ignificant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X = 9.446, d . f .  = 1, Prob. = .002, 
a = .05).
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TABLE 25
SATISFACTION OR DISSATISFACTION WITH R ESPO NSIBILITY
AS PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses 
Satisfied 216 88.16
Dissatisfied 29 11.84-
Completely or Mostly F u lf i l le d  
Satisfied 184 91.09
Dissatisfied 18 8.91
Partly or Very L i t t l e  F u lf i l le d  
Satisfied 32 74.42
Dissatisfied 11 25.58
A s ign ifican t relationship exists between teachers who f e l t  
fu l f i l l e d  and those who did not (X^ = 7.911, d . f .  = 1, Prob. = .005, 
a = .05).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
141
TABLE 26
SATISFACTION OR DISSATISFACTION WITH SYSTEM/COLLEGE POLICY
AND ADM INISTRATION AS PERCEIVED BY TEACHERS WITH
VARYING DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses
Satisfied 141 56.63
Dissatisfied 108 43.37
Completely or Mostly F u l f i l le d
Satisfied 134 66.34
Dissatisfied 68 33.66
Partly  or Very L i t t l e  F u l f i l le d
Satisfied 7 14.89
Dissatisfied 40 85.11
A s ign ifican t relationship exists between teachers who f e l t  
fu l f i l l e d  and those who did not (X = 39.015, d . f .  = 1, Prob. = .000, 
a = .05).
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TABLE 27
SATISFACTION OR D ISSATISFACTIO N WITH WORKING CONDITIONS
AS PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses 
Satisfied 189 74.12
Dissatisfied 66 25.88
Completely or Mostly F u lf i l le d  
Satisfied 163 79.13
Dissatisfied 43 20.87
Partly or Very L i t t l e  F u lf i l le d  
Satisfied 26 53.06
Dissatisfied 23 46.94
A s ign ifican t relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X^ = 12.693, d . f .  = 1, Prob. = .000, 
a = .05).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
143
TABLE 28
SATISFACTION OR DISSATISFACTION WITH STATUS
AS PERCEIVED BY TEACHERS WITH
VARYING DEGREES OF FULFILLMENT
Response Number Percentage
Satisfied
Combined Responses 
194 89.81
Dissatisfied 22 10.19
Satisfied
Completely or Mostly F u lf i l le d  
172 95.56
Dissatisfied 8 4.44
Satisfied
Partly or Very L i t t l e  F u l f i l le d  
22 61.11
Dissatisfied 14 38.89
A s ignificant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X^ = 35.234, d . f .  = 1, Prob. = .000, 
a = .05 ) .
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TABLE 29
SATISFACTION OR D ISSA TISFAC TIO N  WITH JOB SECURITY
AS PERCEIVED BY TEACHERS WITH VARYING
DEGREES OF FULFILLMENT
Response Number Percentage
Satisfied
Combined Responses 
186 75.00
Dissati sfied 62 25.00
Satisfied
Completely or Mostly F u lf i l le d  
168 83.58
Dissati sfied 33 16.42
Satisfied
Partly or Very L i t t le  F u l f i l le d  
18 38.30
Dissati sfied 29 61.70
A s ign ifican t relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X = 39.281, d . f .  = 1, Prob. = .000, 
a = .05 ).
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TABLE 30
SATISFACTION OR DISSATISFACTION WITH D IS C IP L IN E
AS PERCEIVED BY TEACHERS WHO EXPERIENCE
VARYING DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses
Satisfied 174 73.42
Dissatisfied 63 26.58
Completely or Mostly F u l f i l le d
Satisfied 151 77.84
Dissatisfied 43 22.16
Partly or Very L i t t l e  F u l f i l le d
Satisfied 23 53.49
Dissatisfied 20 46.51
A s ignificant relationship exists between teachers who f e l t  
fu l f i l l e d  and those who did not (X  ^ = 9.480, d . f .  = 1, Prob. = .002, 
a = .05).
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TABLE 31
SATISFACTION OR DISSATISFACTION WITH COMMITMENT TO
SERVICE AS PERCEIVED BY TEACHERS WITH
VARYING DEGREES OF FULFILLMENT
Response Number Percentage
Combined Responses
Satisfied 228 89.41
Dissatisfied 27 10.59
Completely or Mostly F u l f i l le d
Satisfied 198 95.65
Dissatisfied 9 4.35
P artly  or Very L i t t le  F u lf i l le d
Satisfied 30 62.50
Dissatisfied 18 37.50
A s ignificant relationship exists between teachers who f e l t  
f u l f i l l e d  and those who did not (X  ^ = 41.801, d . f .  = 1, Prob. = .000, 
a = .05).
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TABLE 32
SATISFACTION OR DISSATISFACTION WITH SALARY
AS PERCEIVED BY TEACHERS IN
DIFFERENT AGE GROUPS
Response Number Percentaqe
Combined Responses
Satisfied 129 53.31
Dissatisfied 113 46.69
Aqed under 34
Satisfied 20 41.67
Dissatisfied 28 58.33
Aqes 34 to 51
Satisfied 58 44.62
Dissatisfied 72 55.38
Aqed 52 and over
Satisfied 51 79.69
Dissatisfied 13 20.31
A s ign ificant relationship exists between teachers in various 
age categories (X2 = 24.453, d . f .  = 2, Prob. = .000, a = .05 ) .
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TABLE 33
SATISFACTION OR DISSATISFACTION WITH SALARY AS PERCEIVED 
BY TEACHERS WITH VARYING YEARS OF TEACHING EXPERIENCE 
BEYOND ELEMENTARY SCHOOL LEVEL
Response Number Percentage
Combined Responses 
Satisfied 128 53.56
Dissatisfied 111 46.44
Less than 7 Years Experience 
Satisfied 27 43.55
Dissatisfied 35 56.45
7 to 13 Years Experience 
Satisfied 34 49.28
Dissatisfied 35 50.72
14 or More Years Experience 
Satisfied 67 62.04
Dissatisfied 41 37.96
A s ign ificant relationship exists between teachers with 
d ifferen t years of teaching experience (Xz = 6.128, d . f .  = 2, 
Prob. = .047, a = .05).
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TABLE 34
SATISFACTION OR DISSATISFACTION WITH INTERPERSONAL 
RELATIONS—DEPARTMENT CHAIRMAN AS PERCEIVED 
BY TEACHERS WITH VARYING YEARS OF 
COLLEGE/UNIVERSITY TEACHING EXPERIENCE
Response Number Percentage
Combined Responses
Satisfied 203 83.20
Dissatisfied 41 16.80
Less than 7 years
Satisfied 69 75.82
Dissatisfied 22 24.18
7 or More Years
Satisfied 134 87.58
Dissatisfied 19 12.42
A s ign ificant relationship exists between teachers with 
varying years of college/university  teaching experience (x2 = 4.833, 
d . f . = 1, Prob. = .028, a = .05 ).
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TABLE 35
SATISFACTION OR DISSATISFACTION WITH INTERPERSONAL
RELATIONS— PEERS AND STAFF AS PERCEIVED BY
TEACHERS IN DIFFERENT AGE CATEGORIES
Response Number Percentaqe
Combined Responses
Satisfied 234
•
90.00
Dissatisfied 26 10.00
Aqed under 34
Satisfied 45 81.82
Dissatisfied 10 18.18
Aqed 34 to 51
Satisfied 126 94.03
Dissatisfied a 5.97
Aqed 52 and over
Satisfied 63 88.73
Dissatisfied 8 11.27
A s ig n i fy :ant relationship exists between teachers in various
age categories (X‘- = 6.636, d . f .  = 2, Prob. = .036, a = .05 ) .
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TABLE 36
SATISFACTION OR DISSATISFACTION WITH JOB SECURITY
AS PERCEIVED BY TEACHERS HOLDING
DIFFERENT ACADEMIC DEGREES
Response Number Percentage
Satisfied
Dissatisfied
Combined Responses 
185 
60
75.51
24.49
Satisfied
Dissatisfied
Bachelor's or Master's Degree 
88 
38
69.84
30.16
Satisfied
Dissatisfied
Doctorate
97
22
81.51
18.49
A s ignificant relationship exists between teachers holding 
d iffe ren t academic degrees (X^ = 3.899, d . f .  = 1, Prob. = .048, 
a = .05 ).
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TABLE 37
SATISFACTION OR DISSATISFACTION WITH EXTRA-CURRICULAR
ACTIVITIES AS PERCEIVED BY TEACHERS
IN DIFFERENT AGE CATEGORIES
Response Number Percentaqe
Combined Responses
Satisfied 188 81.74
Dissatisfied 42 18.26
Aqed Under 34
Satisfied 34 68.00
Dissatisfied 16 32.00
Aqed 34 to 51
Satisfied 100 84.03
Dissatisfied 19 15.97
Aqed 52 and Over
Satisfied 54 88.52
Dissatisfied 7 11.48
A s ig n if i t :ant relationship exists between teachers in various
age categories (X'- = 8.625, d . f .  = 2, Prob. = .013 , a = .05).
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TABLE 38
SATISFACTION OR DISSATISFACTION WITH EXTRA-CURRICULAR
ACTIVITIES AS PERCEIVED BY TEACHERS HOLDING
DIFFERENT ACADEMIC DEGREES
Response Number Percentage
Combined Responses
Satisfied 185 81.86
Dissatisfied 41 18.14
Bachelor's or Master's Degree
Satisfied 86 75.44
Dissatisfied 28 24.56
Doctorate
Satisfied 99 88.39
Dissatisfied 13 11.61
A s ign ifican t relationship exists between teachers holding 
d iffe ren t academic degrees (X^ = 5.542, d . f .  = 1, Prob. = .019,
a = .05 ).
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TABLE 39
SATISFACTION OR DISSATISFACTION WITH EXTRA-CURRICULAR
ACTIVITIES AS PERCEIVED BY TEACHERS
OF DIFFERENT ACADEMIC RANK
Response Number Percentage
Combined Responses 
Satisfied 188 81.74
Dissatisfied 42 18.26
Instructor or Assistant Professor 
Satisfied 76 74.51
Dissatisfied 26 25.49
Associate Professor or Professor 
Satisfied 112 87.50
Dissatisfied 16 12.50
A s ign ifican t relationship exists between teachers holding 
d ifferen t academic ranks (X^ = 5.577, d . f .  = 1, Prob. = .018, a = . 05 ) .
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TABLE 40
SATISFACTION OR DISSATISFACTION WITH EXTRA-CURRICULAR 
ACTIVITIES AS PERCEIVED BY TEACHERS WITH 
VARYING YEARS OF TEACHING EXPERIENCE 
BEYOND ELEMENTARY SCHOOL LEVEL
Response Number Percentaqe
Combined Responses
Satisfied 184 81.42
Dissatisfied 42 18.58
Less than 7 Years Experience
Satisfied 41 69.49
Dissatisfied 18 30.51
7 to 13 Years Experience
Satisfied 52 82.54
Dissatisfied 11 17.46
14 or More Years Experience
Satisfied 91 87.50
Dissatisfied 13 12.50
A s ign ifican t relationship exists between teachers with 
d ifferent years of teaching experience (X^ = 8.142, d . f .  = 2, 
Prob. = .017, a = .0 5 ) .
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A Comparison of the Categories for S a tis f ie rs
and D issatis fiers  of Teachers at Adventist-
Colleges with Those of Teachers 
at a Public University
Morgan (1974) u t i l iz e d  c r i t ic a l  incidents and eighteen 
categories in his study of teacher motivation at a public university.
In order to compare the results of this study with that of Morgan's,
i t  was necessary to use only c r i t ic a l  incidents and to reduce the 
twenty categories to eighteen. Morgan's study did not use the 
categories Commitment to service and Extra-curricu lar a c t iv i t ie s .
A careful examination of the c r i t ic a l  incidents reported in 
this study in the area of commitment to service, revealed that all  
these incidents, although they related spec if ica lly  to situations 
involving the respondent's desire to serve God, the church, or the 
college as an instrument of the church could be included under the 
category Achievement for purposes of comparison with Morgan's study. 
Sim ilarly , incidents reported in the area of extra -curr icu la r  
a c t iv it ie s  could be included under the category Working conditions. 
Table 41 categorizes the favorable incidents, based on eighteen 
major factors, and table 42 categorizes the unfavorable categories.
Table 43 shows the eighteen categories id en t if ie d  as 
satis fie rs  by teachers in Adventist colleges compared with satis­
f iers  of teachers in a public university. Achievement and Recognition 
ranked f i r s t  and second as sa t is f ie rs  for both Adventist colleges and 
for the public university. These two factors account for 61 percent 
of the s a t is f ie rs  of teachers in Adventist colleges, and 59 percent 
of the sa t is f ie rs  of teachers in the public un ivers ity . Using 
Spearman's rank-crder correlation technique, the ranking of the two
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TABLE 41
A COMPARISON OF RANK ORDER, FREQUENCY, 
AND PERCENTAGES OF SATISFIERS 
(Based on C r i t ic a l  Incidents and 
Eighteen Major Categories)
Rank
Order
Satis f ie rs  Category 
(N = 467) Frequency
Per­
centage
1 Achievement including commitment 
to service 170 37
2 Recognition 113 24
3 Interpersonal re la t ions— students 65 14
4 Interpersonal re la tions— peers and 
s ta ff 25 5
5 System/college policy and 
administration 18 4
6.5 Working conditions including extra­
curricu lar a c t iv i t ie s 13 3
6.5 Poss ib il ity  for growth 13 3
a Work i ts e l f 12 3
9.5 Interpersonal relations--department 
chairman 8 2
9.5 Factors in personal l i f e 8 2
11 Interpersonal re la tions—deans, 
associate deans, assistant deans 6 1
12 Advancement 5 1
13 Responsibility 4 1
15 Status 2 0
15 Job security 2 0
15 Salary 2 0
17 Discipline 1 0
18 Supervision— technical 0 0
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TABLE 42
A COMPARISON OF RANK ORDER, FREQUENCY, 
AND PERCENTAGES OF DISSATISFIERS 
(Based on C r it ic a l  Incidents and 
Eighteen Major Categories)
Rank
Order
D issatis fiers  Category 
(N = 373) Frequency
Per­
centage
1 System/college policy and 
administration 102 27
2 Interpersonal re la tions—peers and 
s ta f f 76 20
3 Working conditions including extra­
curricu lar a c t iv it ie s 36 10
4 Achievement including commitment 
to service 24 6
5 Interpersonal re la tions— students 23 6
6.5 Job security 19 5
6.5 Factors in personal l i f e 19 5
8 Discipline 16 4
9 Recognition 13 3
10.5 Interpersonal re la tions—department 
chairman 12 3
10.5 Work i t s e l f 12 3
12 Salary 11 3
13 Advancement 4 1
15 Interpersonal re la tions—deans, 
associate deans, assistant deans 2 1
15 Status 2 1
15 P o ss ib il ity  for growth 2 I
17.5 Responsibility 0 0
17.5 Supervision— technical 0 0
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TABLE 43
RANK ORDER, FREQUENCY, AND PERCENTAGES OF SATISFIERS FOR ADVENTIST COLLEGES
COMPARED WITH A PUBLIC UNIVERSITY 
(Based on C r it ica l  Incidents and Eighteen Major Categories)
Rank
Order
Adventist Col leges 
(N = 46/) 
Frequency Percentage
Satisfiers Category RankOrder
Public University
 CN ~ r7 * )
Frequency Percentage
1
2
3
4
5
6.5
6.5 
8
9.5
170
113
65
25
18
13
13
12
37
24
14
3
3
3
2
Achievement including commitment 
to service
Recognition
Interpersonal re la tions --  
students
Interpersonal relations--peers  
and staff
System/col lege/university policy 
and administration
Working conditions including 
extra-curricular a c t iv it ie s
Possibility  for growth
Work i ts e lf
Interpersonal re la tions --  
departinent chairman
1
2
6.5
4.5 
9
9
6.5
16
58
45
9
10
15
5
9
33
26
5
cnto
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TABLE 43--Continued
Rank
Order
Adventist Colleges
— T ir *  W ) '
Frequency Percentage
Satisfiers Category RankOrder
Public University 
(N - 1/4) 
Frequency Percentage
9.5 8 2 Factors in personal l i f e 16 0 0
11 6 1 Interpersonal relations--deans, associate deans, assistant deans 12 1 1
12 5 1 Advancement 12 1 1
13 4 1 Responsibi1ity 9 5 3
15 2 0 Status 4.5 10 6
15 2 0 Job security 12 1 1
15 2 0 Salary 16 0 0
17 1 0 Disc ip 1ine 16 0 0
16 0 0 Supervision--technical 16 0 0
161
l is ts  of sa t is f ie rs  are s ign ifican tly  and positively  correlated  
( r s = .7143, d . f .  = 1 6 ,  a = .05, associated two-tailed t  value of 
4.0825).
Table 44 shows the eighteen categories iden tif ied  as dis-  
sa tis fie rs  by teachers in Adventist colleges compared with 
dissatis fie rs  of teachers in a public university, as researched by 
Morgan. System/college/university policy and administration and 
Interpersonal relations--peers and s ta f f  ranked f i r s t  and second as 
d issatis fie rs  for both Adventist colleges and for the public 
university. These two factors account for 47 percent of the 
dissatis fie rs  reported by teachers in Adventist colleges, and 65 
percent of the d issa t is f ie rs  reported by teachers in the public 
university. I t  is noteworthy that dissatisfaction with system/ 
col lege/university policy and administration by teachers in the 
public university accounted for 45 percent of a l l  d issatisfy ing  
incidents reported; whereas, th is  factor accounted for 27 percent of 
all d issatisfy ing incidents reported by teachers in Adventist colleges. 
Using Spearman's rank order correlation technique, the ranking of the 
two l is ts  of d issa t is f ie rs  are s ign ifican tly  and positive ly  correlated  
( r s = .6656, d . f .  = 16, a = .05, associated two-tailed t  value of 
3.5677).
Table 45 shows the six factors identif ied  by Herzberg as 
motivators; a comparison is also made between the results obtained by 
Morgan in his study of teacher motivation in a public university and 
the results of th is  study of teacher motivation in Adventist colleges. 
‘ I t  is readily apparent that respondents in both studies were generally
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TABLE 44
RANK ORDER, FREQUENCY, AND PERCENTAGES OF DISSATISFIERS FOR ADVENTIST COLLEGES
COMPARED WITH A PUBLIC UNIVERSITY 
(Based on C rit ica l Incidents and Eighteen Major Categories)
Rank
Order
Adventist Col leges Rank
Order
Public University
(N = 
Frequency
173) "  
Percentage
Dissatisfiers Category (N = 
Frequency
160)
Percentage
1 102 27 System/college/university policy and administration 1 72 45
2 76 20 Interpersonal relations--peers  and staff 2 32 20
3 36 10 Working conditions Including extra-curricular a c t iv it ie s 4 10 6
4 24 6 Achievement including commitment to service 6 6 4
5 23 6 Interpersona 1 relations--students 3 11 7
6.5 19 5 Job security 11.5 1 1
6.5 19 5 Factors in personal l i f e 15.5 0 0
6 16 4 Discipline 15.5 0 0
9 13 3 Recognition 8 5 3
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TABLE 4 4 --C o n t in u e d
Rank
Drder
Adventist Colleges 
(N = 3/3) 
Frequency Percentage
Dissatisfiers Category RankOrder
Public University 
(N = 160) 
Frequency Percentage
10.5 12 3 Interpersonal re la tions --  department chairman 15.5 0
0
10.5 12 3 Work i ts e lf 8 5 3
12 11 3 Sa lary 5 9 5
13 ' 4 1 Advancement 8 5 3
15 2 1 Interpersonal relations--deans, associate deans, assistant deans 10 3
2
15 2 1 Status 11.5 1 1
15 2 1 Possibi1ity  for growth 15.5 0 0
17.5 0 0 Responsibi1ity 15.5 0 0
17.5 0 0 Supervision--technical 15.5 0 0
CT>CJ
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more satisfied than dissatisfied with these motivators; an exception 
is the factor Advancement, teachers in the public university were 
more d issatisfied with this factor than they were sa tis fied .
Table 46 shows the remaining twelve categories identif ied  as 
hygiene factors. Apart from a few exceptions, respondents in both 
studies were more d issatis fied  than satis fied  with these factors.
Three factors deserve further comment; teachers in the public 
university were more satis fied  than d issatis fied  with Working 
conditions and Status; whereas teachers in Adventist colleges were 
more dissatis fied  than satis fied; on the other hand, teachers in 
Adventist colleges were more satisfied than d issatis fied  with 
Interpersonal re lations--students, whereas teachers in the public 
university were more d issatisfied than sa t is f ied .
The Degree to Which Teachers Feel That Their 
Reasons for Accepting an Appointment to 
Teach at an Adventist College Are 
Being F u l f i 1 led
Question fourteen of section one of the questionnaire 
(appendix D) asked the respondents to " l i s t  the three (3) major 
factors that influenced you in deciding to accept an appointment as 
a teacher at an SDA college." The responses to this question were 
analyzed using the same twenty factors that were used to categorize 
the c r i t ic a l  incidents reported in section three of the questionnaire. 
Respondents were permitted to l i s t  only three factors each, and not
necessarily in order of importance. Of the three factors mentioned
by each respondent, only those factors that f e l l  into d iffe ren t  
categories were included in the analysis. The factors were not 
weighted in any way.
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TABLE 45
PERCENTAGE MOTIVATORS FOR ADVENTIST COLLEGES 
COMPARED WITH A PUBLIC UNIVERSITY
] Adventist colleges Public university
Percentage d issatisfaction Percentage satisfaction
(motivators and hygienes) (motivators and hygienes)
50 40 30 20 10 0 10 20 30 40 50
Achievement
Recognition
Poss ib il ity  for Growth
Work I t s e l f
Advancement
Responsibility
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TABLE 46
PERCENTAGE HYGIENE FACTORS FOR ADYENTIST COLLEGES 
COMPARED WITH A PUBLIC UNIVERSITY
I I Adventist co lleges Public u n iv e rs ity
Percentage d is s a tis fa c tio n  Percentage s a tis fa c t io n
(m otivators and hygienes) (m otivators and hygienes)
40
System /College/University A dm in is tra tion
Interpersonal Re la tio n s —Peers and S ta ff
Working Conditions
Interpersona 1 R e la tions—Students
Job S ecurity
Factors in Personal L ife
D isc ip lin e
010
Interpersonal R e la tions—Department Chairman
Salary
sm o
In te rpersona l R e lations—Oeans
Status
Supervision—Technical
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Table 47 shows that seven factors, Commitment to service, 
Factors in personal l i f e , Possib ility  fo r  growth, Working conditions, 
Work i t s e l f ,  Interpersonal re lations--students , and Interpersonal 
relations--peers and s t a f f , accounted fo r  89 percent of a l l  factors  
mentioned as having influenced teachers to accept an appointment at an 
Adventist college; the factor mentioned most, Commitment to service, 
accounted for 24 percent of the to ta l .  The factors reported as having 
influenced teachers to accept the ir  appointments are further analyzed 
by subgroups as presented in table 48.
Total influencing factors reported by the subgroups show a 
wide variation ranging from a high of 391, for those who received at 
least 50 percent of the ir  post-secondary education from Adventist 
colleges or univers it ies , to a low of twenty-seven, for teachers who 
have been members of the Seventh-day Adventist church for ten years 
or less. Twelve of the twenty categories score 7 percent or less 
as an influencing factor.
An example of interpreting table 48 would be: 4 percent of 
seventy-eight factors reported by those who teach in the area of 
English, modern languages, conmunication, or l ib ra ry  science as 
having influenced them in accepting an appointment as a teacher at an 
Adventist college were in the category o f achievement, while 1 percent 
of the ninety-two influencing factors reported were in the category 
of achievement.
Commitment to service ranked f i r s t  for most subgroups, the 
exceptions were: teachers teaching in the area of business adminis­
tra t io n , o ffice  administration, or secretarial science who reported
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TABLE 47
RANK ORDER, FREQUENCY, AND PERCENTAGES OF THOSE FACTORS 
THAT INFLUENCED DECISIONS TO TEACH AT 
AN ADVENTIST COLLEGE
Rank
Order
Influencing Factors 
(N = 596) Frequency
Per­
centage
t Commitment to service 146 24
2 Factors in personal l i f e 96 16
3 Poss ib il ity  for growth 87 15
4
•
Working conditions 74 12
5 Work i ts e l f 67 11
6 Interpersonal re la t io n s— students 34 6
7 Interpersonal re la tions—peers and 
s ta f f 31 5
8 Advancement 23 4
9 Job security 7 1
10 Achievement 6 I
11.5 Recognition 5 1
11.5 Interpersona 1 re la tions—department 
chairman 5 1
13.5 Salary 4 1
13.5 System/college policy and 
administration 4 1
16 Interpersonal re la t ions—deans, 
associate deans, assistant deans 2 0
16 Responsibi1i ty 2 0
16 Extra-curricular a c t iv i t ie s 2 0
18 Status 1 0
19.5 Discipline 0 0
19.5 Supervision— technical 0 0
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TABLE 48
FACTORS REPORTED AS INFLUENCING TEACHERS TO ACCEPT AN APPOINTMENT AT AN ADVENTIST COLLEGE AS A PERCENTAGE 
OF TOTAL INFLUENCING FmCTORS REPORTEO BY SELECTED SUBGROUPS
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X
Teaching Area
Eng., Mod. Lang. Conn., L ib . Sc. 78 0 4 14 8 1 0 I 4 6 0 0 0 12 9 14 0 1 0 23 3
B io logy, Chem., Physics 92 0 1 13 3 0 1 I 4 4 0 0 1 15 13 20 0 0 0 23 0
Bus. Ad., O ff. Ad., Sec. Sc. 52 0 0 13 6 2 0 0 13 4 0 2 0 23 0 13 0 0 0 23 0
Social Sc., Education 63 1 0 16 1 0 2 0 5 2 0 1 2 10 12 16 0 0 0 31 0
Ind. Ed., A g r l. ,  Tech., Home Ec. 38 0 0 8 13 0 3 0 11 5 0 0 0 11 16 13 0 3 0 16 0
Math., Computer Sc. 36 6 0 14 0 3 0 0 0 6 0 0 3 19 6 17 0 0 0 28 0
Music. Fine A rts 60 2 0 13 5 0 0 0 5 7 0 0 0 12 8 20 0 3 0 25 0
Nursing, Health, Phys. Ed. 113 1 1 15 1 I 1 0 6 8 0 0 0 10 17 16 1 3 0 19 0
R e lig ion , Theol, B ib. Lang. 44 0 2 25 2 0 0 0 5 2 0 0 0 5 14 9 0 0 0 36 0
Academic Rank
In s tru c to r 86 3 1 19 3 2 1 1 3 6 0 0 2 14 13 15 0 1 0 14 0
A ssistan t Professor 177 1 1 14 4 0 1 0 5 6 0 1 1 13 12 20 0 1 0 21 1
Associate Professor 120 0 2 13 7 1 0 0 6 3 0 0 0 14 11 16 0 2 0 27 0
Professor 213 0 0 15 2 0 1 0 6 6 0 0 0 10 10 14 0 1 0 30 0
Academic Degree
Bachelors 57 3 0 25 5 0 2 2 4 4 0 0 2 12 11 18 0 2 0 12 0
Masters 245 1 1 11 6 1 0 0 5 5 0 0 1 13 12 17 0 1 0 24 0
Doctorate 284 0 1 15 2 1 1 0 7 5 0 0 0 12 11 15 0 1 0 27 1
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TABLE 48--Cont1nued
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Post-secondary Education
> 5 0  percent a t Adventist C o ll. 391 1 1 16 4 1 1 0 6 5 0 0 1 12 10 16 0 1 0 25 0
< 5 0  percent a t Adventist C ol). 205 0 1 12 3 0 1 1 5 5 0 0 0 14 13 16 0 1 0 24 0
Age
Under 24 years 135 3 2 19 5 1 1 1 2 8 0 0 1 17 10 13 0 1 0 16 0
34 - 42 years 150 0 1 12 3 1 1 0 6 3 0 0 0 12 I I 19 1 3 0 26 0
43 - 51 years 149 0 0 13 4 0 1 0 5 4 0 1 1 10 11 19 0 1 0 30 0
52+ years 162 1 1 15 3 0 1 1 9 6 0 1 0 11 11 14 0 0 0 25 1
College Teaching Experience
0 - 3  years 115 3 1 17 7 1 0 1 3 6 0 0 1 13 15 17 0 2 0 14 0
4 - 6  years 9B 1 2 16 2 1 2 0 6 6 0 0 0 14 5 16 0 1 0 27 0
7+ years 363 0 1 13 3 1 1 0 7 5 0 1 1 12 12 16 0 1 0 27 1
Church Member--years
0 - 1 0  years 27 4 4 11 0 4 0 4 4 7 0 0 0 11 15 15 0 4 0 19 0
11 - 20 years 92 3 1 16 4 2 3 0 2 7 0 0 2 15 10 13 0 0 0 18 0
2 1 - 3 0  years 147 0 0 16 4 0 0 0 5 3 0 0 0 12 13 16 0 2 0 27 0
30+ years 330 0 1 13 4 0 1 0 7 6 0 1 1 12 11 16 0 1 0 26 1
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the same number of influencing factors in the category Working 
conditions as they did in the category Commitment to service; 
instructors, those teachers holding only a bachelor's degree, those 
under twenty-four years of age, and those having three or less years 
college/university  teaching experience a l l  reported more influencing  
factors in the category Possib ility  for growth; those teachers who 
have been members of the Adventist church for 1 1 - 2 0  years reported 
the same number of influencing factors in the category Possibi1i t y  
for growth as they did in the category Commitment to service.
Teachers who teach in the area of re l ig io n , theology, or 
B ib lica l languages recorded the largest percentage of influencing 
factors in the category Commitment to serv ice, 36 percent of fo r ty -  
four influencing factors reported. Teachers of higher academic rank, 
teachers holding higher academic degrees, teachers aged 43 - 51 years 
teachers having four or more years of college teaching experience, 
and teachers who have been members of the Seventh-day Adventist church 
for twenty-one years or more a ll  reported more influencing factors in 
the category Commitment to service than did the remaining teachers in 
the respective subgroups.
When asked the question, "Do you feel that your reasons for  
accepting an appointment as a teacher at an SDA college are being 
fu l f i l le d ? "  the majority of respondents (212 or 81 percent) indicated  
that they were e ither completely or mostly f u l f i l l e d .  Table 49 
shows the degree to which the respondents f e l t  that the ir  reasons for  
accepting the ir  appointments as teachers at Adventist colleges are 
being f u l f i l l e d .
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TABLE 49
FREQUENCY AND PERCENTAGE RESPONSES INDICATING 
DIFFERENT LEVELS OF FULFILLMENT
Degree of Fulfillment 
(N - 254) Frequency
Per­
centage
Completely 68 26
Mostly 144 55
Only partly 42 16
Very l i t t l e 8 3
Not at a ll 0 0
No response 2 1
Chi squares were computed to determine any perceived re la t io n ­
ships for the degrees of fu lf i l lm e n t  within subgroups 1-5, 8, 11, and 
13 of section one of the questionnaire. For the purpose of ca lcu la t­
ing the chi squares, responses indicating completely or mostly 
f u l f i l l e d  were combined to read f u l f i l l e d ;  only partly or very l i t t l e  
f u l f i l l e d  were combined to read u n fu l f i l le d .  This c lass if ica tion  was 
necessary in order to obtain a minimum of six responses in each cell  
of the chi square tables. Not one of the eight chi squares calculated  
revealed any significant relationship (appendix K, tables 50 - 57).
In a further attempt to establish whether or not the 
respondents f e l t  that the ir  reasons fo r accepting an appointment as a 
teacher at an Adventist college were being f u l f i l l e d ,  the teachers 
were asked to "List the three (3) most pleasant aspects of being a 
teacher in a Seventh-day Adventist college." The responses to this
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question are categorized and ranked in table 58. Respondents were 
permitted to l i s t  only three factors each and not necessarily in order 
of importance. Of the three factors mentioned by each respondent, 
only those factors that f e l l  into d ifferen t categories were included 
in the analysis. The factors were not weighted in any way.
Five factors, Interpersonal re lations--students, Interpersonal 
re!ations--peers and s t a f f , Commitment to service, Working conditions, 
and Work i t s e l f , accounted for 90 percent of the most pleasant aspects 
of being a teacher in an Adventist college.
Table 59 shows the twenty factors id en t if ie d  as having 
influenced teachers to accept an appointment to teach at an Adventist 
college compared with the rank order, frequency, and percentages of 
those factors identif ied  by respondents as being the most pleasant 
aspects of being a teacher in an Adventist college. Of the seven most 
important influencing factors, six rank among the seven most pleasant 
aspects, the only exception being Possib ility  for growth which ranks 
th ird  and eighth, respectively. Using Spearman's rank-order 
correlation technique the ranking of the two l is ts  are s ign ificantly  
and pos it ive ly  correlated ( r s = .7253, d . f .  = 18, a = .05, associated 
two-ta iled t  value of 4.4692).
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TABLE 58
RANK ORDER, FREQUENCY, AND PERCENTAGES OF THE MOST 
PLEASANT ASPECTS OF BEING A TEACHER AT 
AN ADVENTIST COLLEGE
Rank
Order
Pleasant Aspects 
(N = 649) Frequency
Per­
centage
1 Interpersonal relations--students 177 27
2 Interpersonal relations--peers and 
staff 148 23
3 Commitment to service 115 18
4 Working conditions 101 16
5 Work i t s e l f 37 6
6 Factors in personal l i f e 20 3
8 Achievement 10 2
8 Poss ib il ity  for growth 10 2
8 System/college policy and 
administration 10 2
to Job security 5 I
it Recognition 4 1
12.5 Responsibi1i ty 3 0
12.5 Discipline 3 0
14 Extra-curricu lar a c t iv it ie s 2 0
16.5 Interpersonal relations--department 
chairman I 0
16.5 Interpersonal re la tions—deans, 
associate deans, assistant deans I 0
16.5 Salary 1 0
16.5 Status 1 0
19.5 Advancement 0 0
19.5 Superv i s i on— techn i ca 1 0 0
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TABLE 59
Rank
Order
RANK ORDER, FREQUENCY, AND PERCENTAGES OF THOSE FACTORS THAT INFLUENCED 
DECISIONS TO TEACH COMPARED WITH THE MOST PLEASANT ASPECTS 
OF TEACHING AT AN ADVENTIST COLLEGE
Influenced Decisions
 ( F V  m )
Frequency Percentage
Factors RankOrder
Pleasant Aspects 
= 649') 
Frequency Percentage
1
2
3
4
5
6
9
10
11.5
146
96
87
74
67
34
31
23
7
6
5
24 Commitment to service
16 Factors in personal l i f e
15 Possib ility  for growth
12 Working conditions
11 Work i ts e lf
 ^ Interpersonal re la tions --
students
t Interpersonal relations--peers
and s ta ff
4 Advancement
1 Job security
1 Achievement
1 Recognition
3 
6 
8
4
5
2
19.5
10
8
11
115
20
10
101
37
177
148
0
5
10
4
18
3
2
16
6
27
23
0
1
2
1
cn
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TABLE 59--Continued
Rank
Order
Influenced Decisions Rank
Order
Pleasant Aspects
~(N =
Frequency
596)
Percentage
Factors (7T=
Frequency
649)
Percentage
11.5 5 1 Interpersonal re la tions --  department chairman 16.5 1 0
13.5 4 1 Salary 16.5 1 0
13.5 4 1 System/college policy and administration 8 10 2
16 2 0 Interpersonal relations--deans, associate deans, assistant deans 16.5 1 0
16 2 0 Responsibi1i ty 12.5 3 0
16 2 0 Extra-curricular a c t iv it ie s 14 2 0
18 1 0 Status 16.5 1 0
19.5 0 0 Disc ip 1ine 12.5 3 0
19.5 0 0 Supervision--technical 19.5 0 0
CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
This chapter attempts to summarize the findings of th is  study 
in re lation  to the questions asked, the purpose of the study and the 
problem posed. Specific conclusions and recommendations are also 
offered.
The Problem
This study was concerned with the problem of identifying  
current positive and negative motivating factors that may a ffect the 
working behavior of teachers in Seventh-day Adventist colleges.
Purpose of the Study
The basic purpose of th is study was to identify  those in te r ­
nal or external factors which influence the working behavior of 
teachers in Seventh-day Adventist colleges in the United States, and 
to examine the influence of such factors on teacher subgroups.
A secondary purpose was to compare the findings of th is  study 
with what Morgan (197A) found in his study of teacher motivation in a 
public university.
Summary of Methodology
A questionnaire based on Morgan's study of teacher motivation 
in a public university, but modified to meet the special nature of
177
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teachers in Adventist colleges, was sent to 332 teachers who taught a 
minimum of eight credit hours per week during the 1982-83 school 
year at the f ive  Adventist colleges in the United States selected for  
th is study. In addition to answering questions re la ting  to demo­
graphic deta ils ,  the respondents were asked to indicate the ir  degree 
of satisfaction or d issatisfaction with each of twenty factors that 
formed the basis for twenty forced-choice-structured questions. The 
respondents were also asked to describe recent incidents that made 
them feel exceptionally good or bad about th e ir  teaching at Adventist 
col leges.
I t  must be emphasized that the twenty forced-choice-structured  
questions were included in the questionnaire as an exploratory step. 
The c r i t ic a l- in c id e n t  technique, as used by Morgan, constituted the 
major methodological foundation upon which the analysis in this study 
was based and comparisons made. The reported c r i t ic a l  incidents were 
coded using the same categories that formed the bases for the twenty 
forced-choice-structured questions. Eighteen of the twenty categories 
were identical to those used by Morgan. The two additional categories 
used in this study were Commitment to service and Extra-curricular  
a c t iv i t ie s . For purposes of comparing results of th is  study with 
those of Morgan's these two additional categories were included with 
Achievement and Working conditions, respectively.
Of the 332 questionnaires that were sent out, 264 teachers 
responded, which represents a response rate of 80 percent; and a 
total of 840 incidents of satisfaction or d issatisfaction were 
reported.
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Summary of the Findings 
The findings of this study are summarized below, in answer to 
the questions asked.
What are the sa t is f ie rs  that can be identif ied  for teachers at 
Seventh-day Adventist colleges? Achievement ranked f i r s t  as a 
s a t is f ie r  and accounted for 26 percent of the to ta l favorable 
c r i t ic a l  incidents that were reported. Recognition was the second 
most frequently mentioned s a t is f ie r .  Together these two factors 
accounted for 50 percent of a l l  reported favorable incidents. Two 
other factors, interpersonal relations--students and commitment to 
service, accounted for an additional 24 percent of a l l  favorable 
incidents. Not one of the remaining sixteen factors accounted for  
more than 5 percent of the remaining 26 percent of the reported 
favorable incidents.
Based on responses to the twenty forced-choice-structured 
questions the factor that ranked f i r s t  as highly satisfied  was 
interpersonal relations--students, representing 10 percent of the 
to ta l responses. The factor that ranked last was system/college 
policy and administration having a 2 percent response rate .
What are the dissatisfactions that can be identif ied  for 
teachers at Seventh-day Adventist colleges? System/college policy and 
administration ranked f i r s t  as a d is s a t is f ie r  and accounted for  
27 percent of the to ta l unfavorable c r i t ic a l  incidents that were 
reported. Interpersonal relations--peers and s ta f f  was the second 
most frequently mentioned d is s a t is f ie r .  Together these two factors  
accounted for 47 percent of a l l  reported unfavorable incidents. Two
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other factors, working conditions and interpersonal re la t io n s --  
students, accounted for an additional 15 percent of a l l  unfavorable 
incidents. Not one of the remaining sixteen factors accounted fo r  
more than 5 percent of the remaining 38 percent of the reported 
unfavorable incidents.
Based on responses to the twenty forced-choice-structured  
questions the factor that ranked f i r s t  as highly d issatisfied was 
system/college policy and administration, representing 16 percent of 
the tota l responses. Salary ranked second and job security ranked 
th ird , accounting for 15 percent and 12 percent respectively of the 
to ta l .  The factor that ranked last was interpersonal re la t io n s --  
stuaents, there was no reponse in this category.
Do the factors that sa t is fy  or d issatis fy  teachers at 
Adventist colleges d i f fe r  from those of a public university? 
Achievement, which for comparison purposes includes commitment to 
service and recognition, ranked f i r s t  and second as satis fie rs  fo r  
both Adventist colleges and fo r  the public university. These two 
factors accounted for 61 percent of the sa tis f ie rs  reported by 
teachers in Adventist colleges, and 59 percent of the sa t is f ie rs  
reported by teachers in the public university. Using Spearman's 
rank-order correlation technique, the rank-order of the sa t is f ie rs  
reported by teachers in Adventist colleges are s ign ifican tly  and 
positively  correlated with the rank-order of the satis fie rs  reported 
by teachers in the public university  ( r s = .7143, d . f .  = 16, a = .05 ) .
System/college/university policy and administration and 
interpersonal relations--peers and s ta ff  ranked f i r s t  and second as
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dissatis fiers  for both Adventist colleges and for the public univer­
s ity .  These two factors accounted for 47 percent of the d issa t is f ie rs  
reported by teachers in Adventist colleges, and 65 percent of the 
d issatis fiers  reported by teachers in the public university. Using 
Spearman's rank-order correlation technique, the rank-order of the 
d issatis fiers  reported by teachers in Adventist colleges are 
significantly  and positively  correlated with the rank-order of the 
d issatis fiers  reported by teachers in the public university  
( r s = .6656, d . f .  = 16, a = .05).
To what extent do teachers feel that the ir  reasons for  
accepting an appointment to a Seventh-day Adventist college are being 
f u l f i 1 led? Seven factors, commitment to service, factors in personal 
l i f e ,  poss ib ility  for growth, working conditions, work i t s e l f ,  
interpersonal relations--students, and interpersonal relations--peers  
and s ta ff  accounted for 89 percent of a l l  factors mentioned as having 
influenced teachers to accept an appointment at an Adventist college; 
the factor mentioned most, commitment to service, accounted for  
24 percent of the to ta l .
The majority of respondents, 81 percent, indicated that they 
f e l t  that th e ir  reasons fo r accepting an appointment as a teacher at 
an Adventist college were being f u l f i l l e d .  This response was 
strengthened by the fact that the rank-order factors l is ted  by the 
respondents as being the most pleasant aspects of being a teacher in 
an Adventist college correlated s ig n if ican tly  and positively  with the 
rank-order of factors that they claimed influenced them the most to 
accept an appointment at an Adventist college ( r s = .7253, d . f .  18, 
a = .05).
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Conclusions
1. The two basic motivators that can be c lea r ly  identif ied  
from c r i t ic a l  incidents reported by teachers in Adventist colleges are 
Achievement and Recognition (see table 5). I t  may be concluded that 
administrators in Adventist colleges who work toward providing more 
opportunities for good or successful experiences in these two areas 
w ill  be creating a work climate that w i l l  stimulate and sustain 
positive motivation.
The importance of achievement to teachers in Adventist 
colleges tends to support the findings of the study conducted by Cox 
(1972), wherein he found that the motivation of teachers in Adventist 
schools arose largely out of th e ir  opportunities to s e lf -a c tu a lize ,  
to become everything that they are capable of becoming (Maslow, 1970), 
or to become what Reitman (1981) describes as the authentic person.
By encouraging and giving teachers the opportunity to do 
more research and consulting administrators in Adventist colleges 
could increase the satisfaction of th e ir  teachers with regard to 
their need for recognition which, as Lahti (1973) suggests, w il l  lead 
to direction and direction w i l l  lead to commitment.
2. Two other areas of motivation show some degree of 
importance; both of these focus on better working and personal 
relationships with students. These two areas are Interpersonal 
relations--students and Commitment to service (see tab le  5 ). I t  may 
be concluded that a work climate that promotes more opportunity for 
fellowship, and social and in te llec tua l interpersonal relationships  
between teacher and student w i l l  contribute toward the development 
of a more motivated faculty .
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Phenix (1975) describes what may be the optimum level of
interpersonal relationships between teacher and student as ". . . one
of the most exh il ira t in g  a c t iv it ie s  of mankind--the social celebration  
of the meaning of human existence in a l l  i ts  majesty and mystery"
(p. 16). Each step toward this ideal should result in greater commit­
ment on the part of the teacher, as a result of what Eble (1978)
depicts as the genuine pleasure or inner joy of an a c t iv i ty  that has
f r u i t fu l  outcomes in others.
3. Not one of the remaining sixteen factors accounted for  
more than 5 percent of the remaining 26 percent favorable incidents 
that were reported (see table 5 ) .
4. The two basic d issatis fie rs  that can be c lear ly  id en tif ied  
from c r i t ic a l  incidents reported by teachers in Adventist colleges are 
System/college policy and administration and Interpersonal re la t io n s— 
peers and s ta f f  (see table 6 ). I t  may be concluded that there exists  
a need for improved communication in an atmosphere of trust in order 
to promote unity among faculty  and between faculty and administrators.
Cook (1980) concluded that " . . .  motivation is affected 
by . . . interaction with others in management and the polic ies , rules 
and structure of the organization" (p. 68). In fac t,  the in a b i l i ty  
of Adventist college administrators to recognize th e ir  role in the 
motivation of th e ir  teachers could very well result in the demotiva­
tion of what appears to be a committed faculty (Spiegel, 1977; Meyer, 
1978).
There seems to be a need in Adventist colleges for a 
more part ic ipa tive  style of administration which, by v irtue of th e ir
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
184
smaller size, should not be as d i f f i c u l t  to accomplish as in a large 
public university (M i l le r  & Wilson, 1963), and which should result in 
the more e ffec tive  use of human resources, the ir  most valuable asset 
(Selby, 1978).
Fr ic tion  between individuals has caused perplexity  to 
Adventist colleges throughout th e ir  history (Walter, 1966). Although 
college teachers may be more d i f f i c u l t  to handle (Richman & Farmer, 
1977), and they may very well be a more disparate group (8esse, 1973; 
Corson, 1960), the strength that comes from united e f fo r t ,  directed  
toward the accomplishment of a common goal, should not be impeded 
by the lack of opportunity for partic ipation  in governance nor by 
interpersonal con flic ts .
5. Two other areas of d issatisfaction show some degree of 
importance. They are Working Conditions and Interpersonal re la t io n s --  
students (see table 6 ) .  An improved physical climate with better  
f a c i l i t ie s  and equipment is important to teachers in Adventist 
colleges. In addition there exists a need for the creation of oppor­
tun ities  that w il l  lead to improved relationships between teacher and 
student.
Wallin (1966) confirms the need for administrators to 
learn more about working conditions under which teachers could best 
share th e ir  knowledge and expertise. I t  is also appreciated that 
there w il l  be frustrations resulting from teacher-student re la t io n ­
ships, mostly because of the in a b i l i ty  of teachers to id e n t ify  with 
each student as a complete person (Bess, 1979), but the removal of the 
many other obstacles that thwart th is  relationship should contribute
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toward more e ffective  teacher behavior.
6. Not one of the remaining sixteen factors accounted for 
more than 5 percent of the remaining 38 percent unfavorable incidents 
reported (see table 6 ) .
7. Of the 840 incidents reported 467 were favorable and 373 
unfavorable, a ra t io  of 1.25:1, indicating that teachers in Adventist 
colleges are 25 percent more sa tis fied  than d issatis fied  (see table 
7).
8. The teaching area has l i t t l e  effect on the ranking of 
s a t is f ie rs .  Achievement and Recognition are ranked f i r s t  and second, 
respectively, by teachers in a l l  areas except the business adminis­
tra t io n , o ffice  administration, secretaria l science group, the 
nursing, health, and physical education group and the social science 
and education group, who ranked Recognition above Achievement (see 
table 10). I t  may be concluded that although achievement is an 
important motivator to all teachers in Adventist colleges, those
who teach in the three areas l is ted  above are motivated more by 
praise and credit given for work done.
9. Those teachers of lower academic rank, instructors and 
assistant professors, ranked Recognition above Achievement. I t  may 
be concluded that lower-ranking teachers are concerned about the need 
to be recognized for their  e ffo rts ,  possibly with a view to securing 
promotion or gaining reassurance that what they are doing is what is 
expected. Similar remarks apply to teachers holding a master's 
degree, teachers aged forty-three to f i f ty -o n e  years or under th ir ty -  
four years, teachers with four or more years but less than seven
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years college teaching experience, and teachers who have been members 
of the Seventh-day Adventist church for eleven or more years but less 
than twenty-one years (see table 10).
10. Commitment to service is the strongest motivating force  
fo r those teachers who have been members of the Seventh-day Adventist 
church for ten or less years (see table 10). I t  may be concluded 
that this a l t ru is t ic  motivating force should be recognized and 
nurtured by administrators.
11. The teaching area does have some effect on the ranking of 
d issa tis f ie rs . System/college policy and administration and In te r ­
personal relations--peers and s ta ff  were ranked f i r s t  and second, 
respectively, by teachers in a l l  areas except the biology, chemistry, 
and physics group who ranked these two factors equally, and those who 
teach in the area of industria l education, agriculture , technology, 
and home economics who ranked Interpersonal relations--peers and s ta f f  
more than twice as dissatisfying as Systems/college policy and 
administration (see table 11). I t  may be concluded that th is la t te r  
exception emphasizes that those who teach in the area of industria l 
education, agriculture , technology, and home economics are more 
sensitive to the opinions of the ir  peers and are anxious about the 
acceptance of themselves by their  fellow-teachers.
12. The twenty-eight teachers who hold a bachelor's degree 
ranked Interpersonal relations--peers and s ta f f  more than twice as 
dissatisfying as System/college policy and administration. In fac t ,  
th e ir  second most dissatisfy ing factor was Recognition which was 
ranked exactly twice as dissatisfying as System/college policy and
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administration (see table 11). I t  may be concluded that teachers who 
hold only a bachelor's degree want reassurance from th e ir  fe llow -  
teachers that they are indeed considered as peers, and that recognition 
seems to be a major stumbling block in this relationship.
13. The eleven teachers who have been members of the Seventh- 
day Adventist church for less than eleven years did rank System/college 
policy and administration as th e ir  most dissatisfying fac to r ,  but 
th e ir  second most dissatisfying factor was not Interpersonal
Relations--peers and s ta f f  but Recognition, which was twice as 
dissatisfying (see table 11). I t  may be concluded that teachers who 
are perhaps younger or have been members of the Seventh-day Adventist 
church for only a minimum number of years lack the confidence of 
knowing that what they do is acceptable to other teachers who have 
been church members for a longer period of time.
14. Of the responses to forced-choice-structured questions, 
1,680 were in the highly satis fied  category and 218 were in the 
highly d issatisfied category, a ra t io  of 7.71:1, indicating that  
teachers in Adventist colleges are 671 percent more highly satis fied  
than highly d issatis fied . Based on reported c r i t ic a l  incidents this  
percentage was only twenty-five.
15. The ranking of the highly satisfied factors based on 
responses to forced-choice-structured questions did not show any 
significant correlation with the ranking of sa t is f ie rs ,  based on 
reported c r i t ic a l  incidents. Whereas Achievement and Recognition 
accounted for 50 percent of a l l  s a t is f ie rs ,  based on reported c r i t ic a l  
incidents, no one factor categorized as highly satis fied  in response
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to forced-choice-structured questions accounted for more than 10 
percent of the 1,680 responses (see table 15). I t  may be concluded 
that the c r i t ic a l - in c id e n t  method affords respondents the opportunity 
to re late  those satisfying incidents that are current and uppermost 
in the ir  minds, thereby more c learly  distinguishing those factors  
that are most satisfy ing.
16. The ranking of the highly dissatisfied factors, based on 
responses to forced-choice-structured questions, did not show any 
significant correlation with the ranking of d issa t is f ie rs ,  based on 
reported c r i t ic a l  incidents; however, System/college policy and 
administration ranked f i r s t  as a d is s a t is f ie r  in both instances
(see table 16). I t  may be concluded that teachers in Adventist 
colleges are d e f in ite ly  d issatis fied  with current administrative  
policies and procedures, that they do not hesitate to express th e ir  
dissatisfaction when asked, and that they can support th e ir  discontent 
by being able to re la te  a majority of dissatisfying incidents. There­
fore administrators need to take d e f in ite  steps to involve teachers 
in a more partic ipatory  form of management.
17. Salary and Job security ranked second and th ird ,  
respectively, in the l is t in g  of highly dissatisfied categories based 
on responses to forced-choice-structured questions, accounting for  
27 percent of the to ta l .  These two factors only accounted fo r  8 
percent of the to ta l d issatis fie rs  based on reported c r i t ic a l  
incidents (see table 16). I t  may be concluded that among other 
factors, teachers in Adventist colleges are dissatisfied with the ir  
salaries and job security. The fact that these two factors did not
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rank very high on the l i s t  of d issatis fiers  based on c r i t ic a l  
incidents suggests that the teachers have l i t t l e  a lte rnative  but to 
accept the situation, that they probably have always expected to be 
paid at a lower rate than teachers in public univers it ies , and that  
they rea lize  that job security is largely related to fluctuations in 
student enrollment.
18. The c r i t i c a l  incidents reported in this study appear to 
support Herzberg's two-factor theory in that the factors which 
motivate teachers in Adventist colleges are d iffe ren t from those 
which dissatisfy  them (see appendices L and M). I t  may be concluded 
that administrators would do well to rea lize  that steps taken to 
reduce teacher d issatis faction  with those factors c lass if ied  as 
hygienes may not necessarily result in increased satis faction .  
Whereas, steps taken to increase teacher satisfaction with those 
factors c lassified  as motivators should result in increased s a t is ­
faction (Herzberg, 1971).
19. There is a s ign ificant positive correlation between the 
rank order of those factors that satisfy teacr.ers in Adventist 
colleges and those found by Morgan (1974) that satis fy  teachers in a 
public university. However, teachers in Adventist colleges derive 
more satisfaction from in te l le c tu a l ,  social, and sp ir itua l re la t io n ­
ships with students than do teachers in the public university . On 
the other hand, teachers in public universities derive more 
satisfaction from th e ir  working conditions and status (see tables
45 and 46). I t  may be concluded that teachers in Adventist colleges 
should be allowed every opportunity to re la te  to th e ir  students
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in te l le c tu a l ly ,  soc ia lly ,  and s p ir i tu a l ly .  Furthermore, working 
conditions and status, although important to teachers in the public 
university, are not of major importance to teachers in Adventist 
colleges and certa in ly  not more important than the students themselves.
20. There is a s ignificant positive correlation between the 
rank order of those factors that d issatisfy  teachers in Adventist 
colleges and those found by Morgan (1974) that d issatis fy  teachers in 
a public university. Teachers in both Adventist colleges and the 
public university are more d issatis fied  with System/college policy and 
administration than any other factor, but teachers in the public 
university are considerably more d issatis fied  with th is  aspect of 
the ir  work than are teachers-in Adventist colleges. Teachers in 
Adventist colleges do show some dissatisfaction with Job security , 
Factors in personal l i f e , and Discipline whereas these factors do not 
seem to be of any concern to teachers in public universities (see 
tables 44 and 46). I t  may be concluded that teachers in Adventist 
colleges do not place a l l  the blame for problems or d i f f ic u l t ie s  at 
the door of the administration, but they are able to acknowledge
that some problems such as job security, factors affecting th e ir  
personal l ives, and d isc ip line  may be d is t in c t  from poor administra­
tion.
21. By fa r  the majority (81 percent) of teachers in 
Adventist colleges feel that the ir  reasons fo r having accepted an 
appointment as a teacher at an Adventist college are being completely 
or mostly f u l f i l l e d  (see table 49).
22. Of the twenty factors used to categorize the reasons why
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the respondents decided to accept an appointment as a teacher at an 
Adventist college, seven factors account for 89 percent of the to ta l .  
These were: Commitment to service, Factors in personal l i f e , 
Possib ility  for growth, Working conditions, Work i t s e l f , Interpersonal 
re la t  ions--students, and Interpersonal relations--peers and s t a f f .
The factor Commitment to service alone accounted for 24 percent of 
the tota l (see table 47). This factor was ranked f i r s t  by most 
subgroups except those teachers who may best be described as junior 
in rank, degree, age, and college-teaching experience. These 
subgroups of teachers ranked Po ss ib il ity  for growth as having the 
greatest influence in th e ir  decisions to accept an appointment as a 
teacher at an Adventist college (see table 48). I t  may be concluded 
that although commitment to service has been the major influence in 
attracting  teachers to Adventist colleges, the younger or more 
junior teacher is even more concerned with the opportunities provided 
for growth in his or her career. Administrators need to be made 
aware that i t  is not enough to re ly  on commitment to service as a 
means to a ttrac t teachers. I t  is also necessary for them to become 
more involved in e ffe c tive  career-path planning.
23. There is a s ign ificant positive correlation between the 
rank order of those factors that influenced the respondents to accept 
appointments as teachers at an Adventist college and what respondents 
claim to be the most pleasant aspects of teaching at an Adventist 
college. But, whereas Commitment to service accounts for 24 percent 
of the total influencing factors, Interpersonal re la t io n s— students, 
Interpersonal re!ations--peers and s ta f f ,  and Commitment to service
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
192
account for 27 percent, 23 percent, and 18 percent, respectively, 
of the most pleasant aspects of teaching at an Adventist college 
(see table 59). I t  may be concluded that the reasons teachers choose 
to teach at Adventist colleges are largely being met. However, 
administrators should not become complacent in that some substitution  
of factors does ex is t .  For example, interpersonal relationships  
between teacher and student, and interpersonal relationships between 
teacher and peers increase in importance more than four times when 
featured as pleasant aspects of teaching at an Adventist college than 
they do as influences in accepting an appointment. Furthermore, 
administrators need to understand that what may influence a teacher 
to accept an appointment is not necessarily what sa t is f ies  or 
motivates them to continue to teach at an Adventist college. I t  is 
one thing to a t tra c t  teachers, but there is a great deal more 
involved in motivating and directing them in th e ir  da ily  work.
Recommendations 
The following recommendations are made as a result of the 
findings and conclusions of this study:
1. College administrators should take determined steps to 
c r e a t e  circumstances that enable te a ch e rs  to become more aware of 
th e ir  own as well as the overall achievements of the college. 
Adequate, accurate, and timely feedback of successes and fa ilu res  
could go a long way in motivating teachers to give more of th e ir  
best.
2. College teachers want to be recognized fo r what they do. 
Administrators and fellow-teachers should publicly and private ly
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acknowledge the successes of teachers, p a rt icu la rly  those teachers 
who feel more insecure because they are younger, less q u a lif ied , and 
have less teaching experience; and those who teach in the area of 
business, social science, education, or health, who perhaps feel that 
they would receive more recognition outside the teaching profession,
3. College administrators should keep teachers better  
informed regarding college polic ies and procedures. This could be 
accomplished through practising a part ic ipa tive  sty le  of management 
that could have the e ffec t of reducing the polarization of teachers 
and administrators.
4. Administrators should allow every opportunity for peer 
interaction in order to bring about a more united work force; this  
is of particu lar importance to junior faculty and those who teach in 
the area of industria l arts , agriculture , technology, or home 
economics.
5 . The Herzberg two-factor theory is a simple and 
practical method by which to study teacher motivation and is 
recommended for further use, although subject to potential biases 
and critic ism s.
6. College administrators should be close enough to their  
teachers to afford them the opportunity to share incidents that make 
them feel good or badly about teaching. These incidents give the 
administrator insight into the pressing current needs of the teacher. 
In addition, a more formal, structured inquiry should be used in order 
to determine the joys and frustrations of teachers that in turn reveal 
levels of satisfaction or dissatisfaction that should be attended to,
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but are not necessarily predominant at that point.
7. College administrators should be made aware of the fact  
that the major factors, Achievement and Recognition, that motivate 
teachers in the public university are also the major motivating 
factors of teachers in Adventist colleges. Furthermore, administra­
tors should be made aware of the fact that the major factors, 
System/college policy and administration and Interpersonal re la t io n s --  
peers and s ta f f  that dissatisfy teachers in a public university are 
also the major dissatisfying factors of teachers in Adventist colleges. 
I t  is recommended that administrators of Adventist colleges should, 
therefore, make every e f fo r t  to be informed about, and to implement 
tested administrative procedures and techniques that have been shown
to be successful in the administration of facu lty  in public 
universities.
8. College administrators need to know that most teachers 
feel that the ir  reasons for accepting an appointment to teach at an 
Adventist college are being f u l f i l l e d .  But although Commitment to 
service and Factors in personal l i f e  are the major influences in 
attracting teachers, i t  is inter-student and inter-peer relationships  
that teachers claim are the most pleasant aspects of teaching in an 
Adventist college. Therefore, the work climate in Adventist colleges 
should be such that i t  w il l  provide opportunities for healthy 
relationships between teachers and between teacher and student.
9. College administrators should continue to promote 
Corrcnitment to service as a major a ttrac tion  to teach in an Adventist 
college but they must not neglect to develop and implement an
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e ffec tive  career-growth program; this is of part icu la r importance in 
attrac ting  the younger and less experienced teacher.
10. Because of the common philosophy, organizational 
structure, systems, and policies upon which the control and operation 
of a l l  Adventist colleges are based, the findings of this study should 
prove to be useful to administrators of Adventist colleges worldwide.
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ANDREWS UNIVERSITY 
Department of Education
J a n u a ry  3 1 , 1983
Dear Dr........................... :
I am currently engaged in research re lated to my proposed dissertation:  
“A Study of Teacher Motivation in Selected Seventh-day Adventist 
Colleges in the United States" and in th is  regard I respectfu lly  
request your partic ipation in providing certain basic information 
which is necessary for me to proceed.
The information needed pertains to a l l  teaching s ta f f  who are 
currently teaching at your college for at least eight credit hours 
per week. The attached data sheet indicates the information required. 
I t  shall be very much appreciated i f  you w i l l  arrange to have the 
needed information sent to me before February 20, 1983.
Please be assured that anonymity w i l l  be protected. Colleges w il l  
remain anonymous, and teachers w i l l  not be identif ied  in the study.
A summary of the completed study w i l l  be sent to you i f  so desired.
I am confident that the results w i l l  prove to be an aid in your 
administrative work, and in the e ffec tive  u t i l iz a t io n  of your 
academic personnel.
I shall also be grateful i f  you w i l l ,  at a future faculty  meeting, 
encourage your teachers to reply to the questionnaires that w i l l  be 
mailed as soon as I receive the information requested in this le t te r .
The research, under the chairmanship of Professor Bernard La 11, of 
the Education Department, Andrews University, represents my doctoral 
dissertation in Education.
I wish to thank you in anticipation for your support and assistance 
in th is matter.
Respectfully yours,
Allen F. Stembridge Bernard M. La 11, Ph.D.
Professor, Educational Administration
Enclosure
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DATA SHEET
All teachers currently teaching a minimum of eight credit hours per week.
Name Address and Telephone Number
Please add additional pages as needed
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March 4, 1983
Mr. Allen Stembridge 
School of Business 
Andrews University 
3errien Springs, MI 49104
Dear Mr. Stembridge:
The reason that you have not received a list from me of the faculty 
members and addresses which you requested for your study is that I 
choose not to participate.
Sincerely yours.
LL:mls
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WALLA AALLA COLLGGE
February 17 
1983
Allen F. Stembridge 
School of Business 
Andrews University 
Berrien Springs, MI 49104
Dear Mr. Stembridge:
Dr. Cliff Sorensen, president of Walla Walla College, asked me to reply 
to your letter of January 27 addressed to him. In this letter you 
request information about present and past teaching staff in connection 
with a study you are doing on teacher motivation.
While seeing merit in your proposed study, the administration here feels 
it is not in a position at this time to supply such information. Our 
concern is two-fold: the amount of work required on our part and more
significantly the issue of confidentiality.
I am sure this response is disappointing but we hope you can understand 
our concerns.
Sincerely,
D. Malcolm Maxwell
Vice President for Academic Affairs
j t
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THE H0TIYAT!C:; OF TEACHERS CURRENTLY EMPLOYED 
AT SEYEHTH-DAY ADVENTIST COLLEGES
Questionnaire
Section 1
Please check or f i l l  in the blanks and re tu rn  th is  form in the envelope provided.
1. Teaching Area (Specify ONE area on ly . I f  you teach in  more than or.e area please 
check on ly  the major one.)
1.  English, Modern Languages, Communication, L ib ra ry  Science
2. ____  8 io logy, Chemistry, Physics
3. ____  Business A dm in is tra tion , O ffice  A d m in is tra tio n , S ecre ta ria l Science
4. ____  Social Sciences, Education
5.______  In d u s tr ia l Education, A g ric u ltu re , Technology, Home Economics
6.______  Mathematics, Computer Science
7.  Music, Fine A rts *
8. ____  Nursing, Health, Physical Education
9. ____ R e lig ion , Theology, B ib lic a l Languages
10.______  Other, please spec ify  ___________________________________
2. Academic Rank
1. ____  In s tru c to r 3.   Associate Professor
2. ____ A ssistan t Professor 4.   Professor
3. Age
1. ____ Under 25 3.   34 - 42 5.   52 and over
2. ____  25 - 33 4.   43 - 51
4. Post-secondary Education
1.______  Received f i f t y  percent o r more from Seventh-day Adventist co lleges or u n ivc rs ;
2. Received less than f i f t y  percent from Seventh-day Adventist co lleges or
u n iv e rs it ie s
5. Teaching Experience
6. High School 1. ____  zero y rs ; 2. ____  l-3 y rs ;  3.   4 -6yrs ; 4. _____ 7*
7. Community College 1. ____  zero y rs ; 2. ____  l-3 y rs ;  3.  4 -6yrs ; 4. _____ 7 +
8. Col lege /Uni vers i t y  1. ____  zero y rs ; 2. ____  l-3 y rs ; 3.   4 -6yrs ; 4. _____ 7r
TOTAL TEACHING YEARS (combination o f a l l  o f the above) _______
9. L is t  the three (3) most pleasant aspects o f being a teacher in a Seventh-day A dven tis t 
co llege _______________________________________________________________________________
10. L is t the three (3) most d is tu rb in g  or unpleasant aspects o f being a teacher in  a 
Seventh-day Adventist Coilege _______________________________________________
11. Hiqhest academic dooree h e id ______________________________ _____________
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212. Are you c u rre n tly  a memoer o f a Seventh-day Adventist church?
1. ____ Yes 2.   No
13. Number o f years during which you nave been a Member o f the SDA church 
1. ____  None 3.  6-10 5.   16-20 7.
11-15 6.2 . Under 6 <. 21-25 8.
26-30 
over 30
U . L is t  the three (3) major fa c to rs  th a t in fluenced you in  decid ing to  accept an 
appointment as a teacher a t an SDA co llege  ___________________________________
15. Do you fe e l tha t your reasons fo r  accepting an appointment as a teacher at a.. SDA 
co llege are being fu l f i l le d ?
1.
2 .
Section 2
completely
m ostly
3.
4.
on ly  p a r t ly  
very l i t t l e
5. not at a l l
Please c ir c le  the appropriate number to in d ica te  your own 
level o f s a tis fa c t io n  or d is s a tis fa c tio n  w ith  each o f the 
fac to rs  l is te d  below, as they re la te  to your fu n c tio n in g  
as a teacher a t a Seventh-day A dventis t co llege .
<a ii>* w —
-O —  "O 'L.   «-
<Xf If U  O  ^
4-i **— □. «-* —>»«*- <o w- s **
V I L  «f1 —  CJ V - -o
JZ  C f £  i f  w-t
Q l  4-*  T 3  * 4  w  * 0  </i
tO 0 * 0  O O  3  —
X  S w O  S - a - f  £ - 3
1. Recognition th a t you receive fo r  your work or ideas
2. Your leve l o f achievement thus fa r
3. P o s s ib i l i ty  fo r  growth in your career 
<. Advancement in  your career thus fa r
5. The adequacy o f the sa la ry you earn as a teacher
6. In te rpersona l re la tio n s  between you and your department 
chairman
7. In te rpersona l re la tio n s  between you and the deans, 
associate deans, ass is tan t deans
8. In te rpersona l re la tio n s  between you and the students
9. In te rpersona l re la tio n s  between you and your peers and
s ta f f  members
10. S uperv is ion -techn ica l help and encouragement you receive 
from your department chairman
11. R e s p c n s ib ility  delegated to  you
12. E ffec tiveness o f the system/col lege p o lic y  and adm in is tra tion
13. Adequacy o f your working c o n d itio n s , supp lies , and equipment
14. The work i t s e l f
15. Factors in  your personal l i f e
16. Your sta tus
17. Your j ob se cu rity
18. D is c ip lin e  a t the college
19. The degree to which you fee l th a t your commitment to 
serv ice is  being met
20. E x tra -c u rr ic u la r  a c t iv i t ie s  tha t requ ire  your p a rt ic ip a tio n
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Section 3
H il l  you please answer the fo llo w in g  two (2) questions, using th is  page fo r answering question 
number one and the back of th is  page fo r  answering question number two.
1. Think o f recent incidents th a t made you fe e l excep tiona lly  good about your p o s itio n  as a 
teacher at a ieventn-oay Adventist co llege and describe them b r ie f ly ,  accurate ly and 
o b je c tiv e ly . Please be ce rta in  to  describe each s p e c ific  in c id e n t, and not general 
cond itions .
Please tu rn  over th is  page and answer question number 2
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2. Now, w i l l  you please th in k  o f recent inc idents th a t made you feel excep tiona lly  bad about 
your pos ition  as a teacher a t a Seventh-day Adventist co llege . Again, describe them 
b r ie f ly ,  accurately, and o b je c tiv e ly . Please be ce rta in  to describe each s p e c ific  
in c id e n t, and not general cond itions .
This concludes the questionna ire . Please place the completed questionnaire in the envelope 
provided and mail i t  today. Please also mail the enclosed card separate ly— th is  w i l l  ensure 
th a t you are not unnecessarily bothered i f  a second m a iling  is  necessary.
Thank you very much fo r  your assistance.
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ANDREWS UNIVERSITY 
School of Business
M arch 2 4 , 1983
Dear Colleague:
I am currently engaged in research re lated  to my doctoral dissertation  
in education at Andrews University. My proposed dissertation is 
en tit led : "A Study of Teacher Motivation in Five Selected Seventh-day 
Adventist Colleges in the United States."
Having taught at Seventh-day Adventist colleges for a number of years, 
I am deeply interested in determining those factors that motivate 
teachers in our colleges, and what could be done in order to create 
a work climate in which motivation may be activated and sustained.
By spending a few minutes of your time in completing the attached 
questionnaire, you w il l  be making an important contribution toward 
informing administrators as to what needs to be done in the area of 
teacher motivation.
Your responses w il l  be s t r ic t ly  anonymous. To protect anonymity, this  
le t te r  and the enclosures are being sent to you via campus mail. When 
you have completed the questionnaire kindly use the self-addressed 
stamped envelope and mail i t  to me at your ear l ies t  convenience. By 
separately mailing the stamped addressed card, you w il l  avoid the 
necessity of follow-up le tte rs .
I do rea lize  that there are many demands made upon your time. But, as 
a fellow college teacher I respectfu lly  request your promptness in 
returning the completed questionnaire. A high percentage of p a r t ic i ­
pation in th is  study w il l  indeed indicate to administrators the degree 
of p r io r i ty  that should be given to teacher motivation.
Sincerely,
Allen F. Stembridge
Enclosures
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ANDREWS UNIVERSITY 
School of Business
April 19, 1983
Dear Colleague:
I re fer to my previous le t te r  and enclosures, and note that I have 
not received the stamped addressed postcard from you. This 
indicates that you have not yet mailed the completed questionnaire.
In th is  regard I am enclosing another questionnaire just in case 
the previous one has been mislaid.
Your partic ipa tion  in this study is very important, and I respect­
fu l ly  request that you take th is  opportunity, to express your thoughts 
and experiences regarding teacher motivation in Seventh-day Adventist 
col leges.
I do hope that you w il l  choose to complete the enclosed questionnaire, 
and then return i t  in the stamped, addressed envelope that I have 
provided. In view of the fact that there are only a few days le f t  
in th is  quarter/semester, I am p art ic u la r ly  anxious to receive your 
response, at your e a r l ie s t  convenience. Please part ic ipa te !
Sincerely,
Allen F. Stembridge
Enclosure
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ANDREWS UNIVERSITY 
School of Business
M arch 2 4 , 1983
Dear Friend:
Thank you so much for assisting me. The success of my doctoral 
dissertation w il l  largely depend upon the number of completed question­
naires that are returned to me. In this regard I am w il l ing  to pay 
50 cents to you for each questionnaire returned by the teacher concerned.
I f  you follow the instructions below I am sure your task w i l l  be quite  
simple:
1. Please personally deliver the envelopes to the individual teachers 
and ask them to sign the attached sheet indicating that they have 
received the envelope. This w il l  reduce the probability of them 
throwing the envelopes away before you have a chance to contact 
them.
2. At the time when you deliver the envelopes, t e l l  the teachers that  
you w i l l  return a fte r  one week in order to obtain the ir  signatures 
indicating that they have mailed the questionnaire d ire c t ly  to me.
I t  is important that you do not co llect the completed questionnaires. 
The teachers must mail them to me, using the stamped addressed 
envelope that I have provided them with. This procedure is necessary 
in order to protect co n fid en tia lity .
3. You may t e l l  the teachers that I am paying you 50 cents for each 
questionnaire returned, then they w i l l  understand your in terest in 
the project.
4. I w i l l  call you by telephone about one week a fte r  you receive th is  
le t te r .  At that time you can t e l l  me how many signatures you have, 
and I w il l  send you a check. You can then mail the l i s t  of 
signatures to me.
Thank you once again, and good luck!
Sincerely,
Allen F. Stembridge
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QUESTIONNAIRES DELIVERED AND RETURNED
Name
Signature 
( ind icating questionnaire 
was received)
Signature 
(indicating questionnaire 
has been mailed)
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CATEGORIES TO BE USED IN CODING INCIDENTS 
AS SATISFIERS OR DISSATISFIERS
(Categories 1-18 are as used by Morgan and adapted from Herzberg. 
Categories 19 and 20 were added for th is  study).
Note: Underlined words represent the modification used by Morgan.
Words in parentheses are from Herzberg's original categories. 
The words University and College are used interchangeably.
1. Recognition
0. Not mentioned
1. Work praised— no reward
2. Work praised—reward given
3. Work noticed— no praise
4. Work not noticed
5. Good idea(s) not accepted
6. Inadequate work blamed or c r i t ic iz e d —no punishment
7. Inadequate work blamed or c r i t ic iz e d —punishment given
8. Successful work blamed or c r i t ic iz e d —no punishment
9. Successful work blamed or c r i t ic iz e d —punishment given
10. Credit for work given by supervisor or other
11. Idea accepted by Department or University (company)
2. Achievement
0. Not mentioned
1. Successful completion of job, or aspect of i t
2. The having of a good idea— a solution to a problem
3. Brought prestige to the univers ity  (made money for the 
company)
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4. Vindication—demonstration of rightness of doubters or 
challengers
5. Failure in job, or aspect of i t
6. Seeing results of work
7. Not seeing results of work
3. Poss ib il ity  of growth
0. Not mentioned
1. Growth in s k i l ls —objective evidence
2. Growth in status (advancement)—objective evidence
3. Lack of opportunity for growth—objective evidence
4. Advancement
0. Not mentioned
1. Received unexpected advancement
2. Received advancement (expected or expectation not mentioned)
3. Failed to receive expected advancement
4. Demotion
5. Salary
0. Not mentioned
1. Received wage increase (expected or expectation not mentioned)
2. Received unexpected wage increase
3. Did not receive expected increase
4. Received wage increase less or la te r than expected
5. Amount of salary
6. Wages compare favorably with others doing similar or same job
7. Wages compare unfavorably with others doing similar or same job
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6. Interpersonal re la tions— Department Chairman (supervisor)
0. Not mentioned
1. Friendly relations with Department Chairman (supervisor)
2. Unfriendly re lations with Department Chairman (supervisor)
3. Learned a great deal from Department Chairman (supervisor)
4. Department Chairman (supervisor) went to bat for him (with 
management)
5. Department Chairman (supervisor) did not support him (with 
management)
6. Department Chairman (supervisor) honest
7. Department Chairman (supervisor) dishonest
8. Department Chairman (supervisor) w il l in g  to accept and follow
(lis ten  to) suggestions
9. Department Chairman (supervisor) unwilling to accept and 
fo 11ow ( lis ten  to) suggestions
10. Department Chairman (supervisor) gave credit for work done
LI. Department Chairman (supervisor) withheld credit
7. Interpersonal re la tions— Deans, Associate Deans, Assistant Deans 
(supervisor)
0. Not mentioned
1. Friendly relations with Dean (supervisor)
2. Unfriendly re lations with Dean (supervisor)
3. Dean (supervisor) went to bat for him (with management)
4. Dean (supervisor) did not support him (with management)
5. Dean (supervisor) honest
6. Dean (supervisor) dishonest
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7. Oean (supervisor) gave credit fo r work done
8. Dean (supervisor) withheld credit
8. Interpersonal re 1 at io n s - -students (subordinates)
0. Not mentioned
1. Good working relationships with students (subordinates)
2. Poor working relationships with students (subordinates)
3. Good personal relationships with students (subordinates)
4. Poor personal relationships with students (subordinates)
9. Interpersonal re la t io n s— peers and s ta ff
0. Not mentioned
1. Liked people he worked with—approval of actions
2. Did not l ike  people he worked with—disapproval of actions
3. Cooperation of people he worked with
4. Lack of cooperation on the part of his co-workers
5. Was part of a cohesive group
6. Was isolated from group
7. Conflict with general public or outside agency
10. Supervision— technical
0. Not mentioned
1. Supervisor or Department Chairman competent
2. Supervisor or Department Chairman incompetent
3. Supervisor or Department Chairman tr ied  to do everything
himself
4. Supervisor or Department Chairman delegated work well
5. Supervisor or Department Chairman consistently c r i t ic a l
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6. Supervisor or Department Chairman showed favoritism
7. Supervisor or Department Chairman provided help and encourage­
ment
8. Supervisor or Department Chairman did not help and gave no 
encouragement
11. Responsibility
0. Not mentioned
1. Allowed to work with supervision
2. Responsible for his own e ffo rts
3. Given responsibi1ity  for the work of others
4. Lack of responsib ility
5. Given new responsib ility— no formal advancement
12. System/University (company) policy and administration
0. Not mentioned
1. Effective organization of work
2. Harmful or ineffective  organization of work
3. Beneficial personnel (po lic ies) practices
4. Harmful personnel (po lic ies) practices
5. Agreement with (company) system/university goals
6. Disagreement with (company) system/unviersity goals
7. High (company) university status
8. Low (company) university status
13. Working Conditions
0. Not mentioned
1. Work isolated
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2. Work in social surroundings
3. Good physical surroundings
4. Poor physical surroundings
5. Good f a c i l i t i e s ,  including supplies, equipment, and special
help for students
6. Poor f a c i l i t i e s ,  including supplies, equipment, and special
help for students
7. Right amount of work
8. Too much work
9. Too 1i t t l e  work
14. The work i ts e l f
0. Not mentioned
1. Routine tasks
2. Varied
3. Creative, challenging
4. Too easy
5. Too d i f f ic u l t
6. Opportunity to do a whole job— a l l  phases
7. Lack of opportunity to do a whole job—a l l  phases
15. Factors in personal l i f e
0. Not mentioned
1. Family problems
2. Community and other outside situations
3. Family needs and aspirations salary-wise
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16. Status
0. Not mentioned
1. Signs or appurtenances of status
2. Having a given status
3. Not having a given status
17. Job security
0. Not mentioned
1. Tenure or other objectives signs of job security ft
2. Lack of objective signs of s e c u r ity - - ! ' .e . , (company 
in s ta b i l i ty )  university  in s ta b i l i ty
18. Discipline
0. Not mentioned
1. Administration e ffec tive
2. Administration ineffective
3. General positive statement about d isc ip line  problems
4. General negative statement about d isc ip line  problems
19. Commitment to service
0. Not mentioned
1. General positive statement about serving God or the church
2. General negative statement about serving God or the church
3. General positive statement about the opportunities to
influence the sp ir itu a l  development of students
4. General negative statement about the lack of opportunity to 
influence the sp ir itu a l  development of students
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20. Extra-curricular a c t iv i t ie s
0. Not mentioned
1. General positive statement about the opportunity to 
partic ipate in a c t iv i t ie s  related to the College but outside 
of the classroom or laboratory
2. General negative statement about the opportunity to 
partic ipate in a c t iv i t ie s  related to the College but outside 
of the classroom or laboratory
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDIX J
CERTIFICATION BY TEAM MEMBERS WHO CHECKED THE CODING 
OF RESPONSES TO SUBJECTIVE QUESTIONS 
AND THE CRITICAL INCIDENTS
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
226
A STUDY OF TEACHER MOTIVATION IN FIVE SELECTED 
SEVENTH-DAY ADVENTIST COLLEGES IN 
THE UNITED STATES
This is to c e r t i fy  that I was a member of a team that checked the 
coding of the responses given to the subjective questions and the
c r i t ic a l  incidents used in th is  study.
.raka G. Muganda Ed.D.
~yi/LajyJ-rjL'
Marva Bnola, Doctoral Candidate
John'Carey, Doctoral Candidate
Roger-Touty, Doctoral Candidate
Ritch E. Kacelenga Ed.D.
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TABLE 50
DEGREE OF FULFILLMENT EXPERIENCED BY TEACHERS 
IN VARIOUS TEACHING AREAS
Response Number Percentage
Combined Responses
F u lf i l le d  212 80.92
U n fu lf i l led  50 19.08
English, Modern Languages, Communication, Library Science
F u lf i l le d  24 75.00
U n fu lf i l led  8 25.00
Biology, Chemistry, Physics, Mathematics. Computer Science
F u lf i l le d  42 82.35
U n fu lf i l led  9 17.65
Business Administration, Office Administration, Secretarial  
Science, industrial tducation, Agriculture 
Technology, Home Economics
F u lf i l le d  32 78.05
U n fu lf i l led  9 21.95
Social Sciences, Education
F u lf i l le d  34 82.93
U n fu lf i l led  7 17.07
Religion, Theology, B ib lical Languages,
Music, Fine Arts
F u lf i l le d  38 79.17
U n fu lf i l led  10 20.83
Nursing, Health, Physical Education
F u lf i l le d  42 85.71
U n fu lf i l led  7 14.29
Non-significant relationship (X^ = 1.945, d . f .  = 5, Prob. = 
.557, a = .05 ).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
229
TABLE 51
DEGREE OF FULFILLMENT EXPERIENCED BY TEACHERS 
OF DIFFERENT ACADEMIC RANK
Response Number Percentaqe
Combined Responses
F u l f i 1 led 212 80.92
U n fu lf i l le d 50 19.08
Instructor or Assistant Professor
F u l f i l le d 88 78.57
U n fu l f i1 led 24 21.43
Associate Professor
F u l f i 1 led 44 80.00
U n fu l f i1 led 11 20.00
Professor
F u l f i 1 led 80 84.21
Unfu1f  i 11ed 15 15.79
Non-significant relationship (X^ = 1.096, d . f .  = 2, Prob. = 
575, a = .05 )•
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DEGREE
TABLE 52
OF FULFILLMENT EXPERIENCED BY 
IN DIFFERENT AGE CATEGORIES
TEACHERS
ResDonse Number Percentaae
Combined Responses
F u l f i1 led 212 80.92
Unfulf i 1 led 50 19.08
Aged Under 34 vears
F u lf i l led 43 78.18
U nfu lfi1 led 12 21.82
Aged 34 -  42 years
F u lf i l led 50 75.76
Unfu lfil led 16 24.24
Aged 4 3 - 5 1  years
F u lf i l ied 60 86.96
U nfu lfi1 led 9 13.04
Aged 52 and over
F u lf i l ie d 59 81.94
U nfu lf i1 led 13 18.06
S o n - s i g n i f i c a n t  r e l a t i o n s h i o  (X^ = 3.083, d . f .  = 3, Prob. = 
.379, a = .0 5 ) .
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TABLE 53
DEGREE OF FULFILLMENT EXPERIENCED BY TEACHERS 
WHO RECEIVED MORE OR LESS THAN FIFTY PERCENT OF 
THEIR POST SECONDARY EDUCATION FROM 
ADVENTIST INSTITUTIONS
Response Number 
Combined Responses
Percentage
F u lf i l ie d 212 80.92
U n fu lf i1 led 50
F i f ty  Percent or More from 
Adventist Institu tions
19.08
F u lf i l ie d 134 78.36
U n fu lf i1 led 37
Less Than F i f t y  Percent from 
Adventist Institu tions
21.64
F u lf i l ie d 78 85.71
U n fu l f i1 led 13 14.29
Non-significant relationship (X^ = 1.630, d . f .  = I ,  Prob. = 
.202, a = .05 ).
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TABLE 54
DEGREE OF FULFILLMENT EXPERIENCED BY TEACHERS 
WITH VARYING YEARS OF COLLEGE/UNIVERSITY 
TEACHING EXPERIENCE
Response Number Percentage
Combined Responses
•
F u l f i1 led 212 80.92
U nfu lf il led 50 19.08
Six or Less Years
F u l f i1 led 75 79.79
U n fu lf i1 led 19 20.21
More Than Six Years
F u l f i11ed 137 81.55
U n fu lf i1 led 31 18.45
Non-significant relationship (X^ = .034, d . f .  = 1, Prob. = 
.854, a = .0 5 ) .
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TABLE 55
DEGREE OF FULFILLMENT EXPERIENCED BY TEACHERS 
WITH VARYING DEGREES OF TEACHING EXPERIENCE 
BEYOND THE ELEMENTARY SCHOOL LEVEL
Response Number
F u l f i 1 led 
U n fu If i1 led
Combined Responses 
207 
50
F u l f i l le d  
U n fu lf i1 led
Less Than 7 Years 
89 
22
F u l f i 1 led 
U n fu lf i1 led
13 Years 
38 
13
F u l f i 1 led 
U n fu lf i11ed
14 or More Years 
80 
15
Non-significant re lationship (X^ = 2.010, d . f .  = \ 
.366, a = .05 )•
Percentage
80.54
19.46
80.18
19.82
74.51
25.49
84.21
15.79
:, Prob. =
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TABLE 56
DEGREE OF FULFILLMENT EXPERIENCED BY TEACHERS 
HOLDING DIFFERENT ACADEMIC DEGREES
Response Number Percentaqe
Combined Responses
F u l f i 1 led 209 81.01
U n fu lf i1 led 49 18.99
Bachelors and Masters Deqree
F u lf i l ie d 102 77.86
U n fu lf i1 led 29 22.14
Doctorate Deqree
F u lf i l le d 107 84.25
U n fu lf i1 led 20 15.75
Non-sign i f ic a n t  relationship (X^ = 1.321, d . f .  = 1, Prob. = 
250, a = .05).
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TABLE 57
DEGREE OF FULFILLMENT EXPERIENCED BY TEACHERS 
WITH VARYING YEARS OF MEMBERSHIP IN THE 
SEVENTH-DAY ADVENTIST CHURCH
Response Number Percentage
Combined Responses
F u lf l l le d 212 80.92
U n fu lf i1 led 50 19.08
Twenty or Less Years
F u l f i l  led 42 82.35
U n fu lf i1 led 9 17.65
More Than Twenty Years
F u l f i l  led 170 80.57
U n fu lf i1 led 41 19.43
Non-significant 
.926, a = .05 ) .
relationship (X^ = .009, d . f . = 1, Prob. =
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CHI SQUARE TEST OF HERZBERG'S 
TWO-FACTOR THEORY
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The following chi square test of significance was used to 
test the Herzberg two-factor theory.
Responses
Satisfying
Responses
Dissatisfying
Responses
Chi square = ^  (fo -  f e ) 2
fe
(317 - 233.5 )2 (55 - 186.5 )2 . (150 -  233 . 5 )2 . (318 -
233.5 186.5 Z337T + 186
= 29.85 + 92.72 + 29.85 + 92.72
X2 = 245.14
(At the .05 level of s ignificance, chi square has a value of 3.84).
Motivators 
Observed Expected
Hygiene 
Observed Expected
317 233.5 
55 186.5
150 233.5 
318 186.5
372 468
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COMPARISONS
APPENDIX M
: PERCENTAGE HYGIENE FACTORS 
AND MOTIVATORS
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Percentage D issatis fiers  Percentage Satisfiers
100 80 60 40 20 0 20 40 60 80 100
As reported by Herzberg based on twelve d if fe re n t  investigations
Morgan's study of a public university
Adventist colleges ( c r i t ic a l  incidents)
Adventist colleges (forced-choice-structured questions)
Motivators
Motivators
Motivators
Hygiene
Hygiene
Motivators
Hygiene
Hygiene
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